
Page 1

2003 - 2004 Annual Report
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Teachers in Residence
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Sandi Everson: Administrative Assistant 

Martha Kennedy: Administrative Assistant 

Elizabeth Morgan: Administrative Assistant 
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2003-2004 CERRA Staff bottom row (L-R) - Martha Kennedy, Kathy Schwalbe, 
Carol Hill and Sandi Everson; second row (L-R) - Iris Williams, Virginia Ward, 
Pamela D. Hawkins and Shelby Wiley; third row - Jason Fulmer, Michelle Began, 
Kimberly Pittman and David Norton; fourth row - Rico Reed, Amanda Graham and 
Arthur Pinckney; top row - P. Ann Byrd and Phyllis Archie. 
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"The art of progress is to preserve order amid change and to 
preserve change amid order."

-- Alfred North Whitehead

I included the following thoughts in the first paragraph of last yearʼs Annual Report: 
“Although abandoning the familiar ʻSCCTR  ̓as of July 1, 2003, was not an easy 

transition to make, the Centerʼs new identity already feels comfortable and fitting. 
ʻCenter for Educator Recruitment, Retention, and Advancement  ̓reflects how the role 
of the Center has changed since it was first established in December of 1985 – yet 
our mission has remained the same: to not only recruit teachers but to also retain and 
support the ones we have in our profession.” Having experienced our first year as 
“CERRA,” our staff can reflect on a year of progress amid much change. 

As our past year of work comes to a close and staff members reflect upon and document 
our efforts in this report, giving the Center a facelift in both name and location just seemed 
to ripple out in creative and innovative ways as we continued to improve the menu of 
recruitment, retention and advancement programs at CERRA. Just prior to the begin-
ning of the 2003-2004 fiscal year, staff moved into the Stewart House on the Winthrop 
University campus – an absolutely beautiful building constructed in 1895. The additional 
facility offered our organization the opportunity to more efficiently offer trainings in the 
Ward House while providing much needed additional office and storage space. As I have 
said many times before, the support of Winthrop University has much to do with the fact 
that our Center remains as strong and as well-respected as it is in the State.

Our organization s̓ one-year-old name has served as a constant reminder to think about 
the career of teaching from cradle to grave – that is, from ProTeam to full retirement in 
the Center timeline. Although our staff have spent much time explaining who “CERRA” 
is, most now know our new name well. And one welcome omission to our conversations 
with fellow educators now is explaining that we do more than recruit teachers.  Yes, we 
also spend a lot of time and energy working on retaining them and ensuring that they have 
opportunities for advancement – just as our name indicates.

Those talented educators in our network are aware that the name change was not an “out 
with the old order, in with the new” approach to our programs. Instead, it was a call to 
revisit our existing programs and create ways to strengthen them to more directly achieve 
our mission. At the end of this first year, this report defines how we have been able to 
make progress amid the changes of the past year.

P. Ann Byrd

CERRA Director, August 2004

FROM THE DIRECTOR
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CERRA OVERVIEW

MORE THAN 18 YEARS AFTER ITS CREATION, the nation s̓ first teacher recruitment 
program has completed its first operating year as CERRA to better reflect a quest 

to ensure that a capable, caring and committed educator staffs every South Carolina 
classroom. Formerly the South Carolina Center for Teacher Recruitment (SCCTR), 
the Center for Educator Recruitment, Retention, and Advancement – South Carolina 
(CERRA), took on a new look and a new name July 1, 2003.

Established by the Commission on Higher Education in December 1985 out of a concern for 
the condition of South Carolina s̓ teacher supply pool and a need for a centralized teacher 
recruitment effort, CERRA had an operating budget of $5,404,195 for 2003-2004.

The South Carolina Educator Recruitment Task Force, which oversees the Center s̓ budget 
and operations, includes representatives from colleges and universities, state education 
agencies, professional education associations, the General Assembly and private busi-
nesses and industry. By mutual agreement of the Task Force members, CERRA is housed 
at Winthrop University, which provides financial services and fiscal accountability. The 
Center s̓ financial records are audited as part of Winthrop University s̓ auditing require-
ments, and all purchasing procedures are carried out in accordance with the South Carolina 
Procurement Code.

CERRA reports annually to the SC Commission on Higher Education (CHE), through 
which the Center s̓ EIA-based appropriations flow. The Commission is charged with 
monitoring the effectiveness of CERRA and is authorized to review the Center s̓ budget. 
Budget review authority is also given to the General Assembly s̓ Education Oversight 
Committee.

Staffed by professional educators, CERRA supports and directs a variety of innovative 
programs for middle school, high school and college students - designed to attract them 
to education careers. CERRA also focuses resources on recruiting new teachers from the 
ranks of individuals facing a mid-life career change, such as military retirees and down-
sized workers. 

Along with its recruiting efforts, CERRA is focused on retaining and advancing the careers 
of experienced teachers already in South Carolina s̓ schools. In addition to programs of 
support for National Board candidates and National Board Certified Teachers®, CERRA 
supports the state s̓ teacher leaders through work with the 85 district Teachers of the 
Year. 

CERRA is staffed by a director, three program directors, a public information coordina-
tor, six Teachers in Residence (including the SC Teacher of the Year), a business/office 
manager, a teacher database manager and five administrative assistants. 
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TOP ACCOMPLISHMENTS IN 2003-2004

1. Completed rewrite of the Ninth Edition of Experiencing Education, the Teacher Cadet 
curriculum and re-trained Teacher Cadet instructors in using the new material

2. In collaboration with the Southeast Center of Teaching Quality and the State Depart-
ment of Education s̓ Division of Teacher Quality, helped to design and administer 
South Carolina s̓ first statewide Working Conditions Survey

3. Revived the CenterPoint, CERRA̓ s newsletter, and published nine issues

4. Created new initiative area – Target Recruitment – and compiled data on all 85 dis-
tricts to share with personnel as CERRA targets areas of the state to take advantage 
of recruitment and retention services

5. Merged the Pre-Collegiate Advisory Board, the Teacher Forum Leadership Council 
and the Board Certification Network of SC Educators to create the CERRA Teacher 
Leaders Advisory Board

6. Achieved 100 percent response rate from the 85 school districts (including the Depart-
ment of Juvenile Justice and the School for the Deaf and the Blind) for the Supply 
and Demand survey 

7. In collaboration with 11 Teaching Fellows Institutions, recruited new cohort of Fel-
lows for 04-05 and graduated first cohort of Fellows 

8. Served as a conduit of information and support for one of the largest statewide groups 
of National Board candidates in the nation, making South Carolina s̓ number of 
National Board Certified Teachers® (NBCTs) the third largest in the nation – 3,226 
NBCTs®

9. In collaboration with Laine Communucations, produced six brochures and accom-
panying booklet to promote recruitment, retention and advancement in the education 
profession

10. Trained more than 150 mentor teachers, district level staff members and higher 
education faculty representing 47 school districts and all five CERRA Regions

11. Supported College Partners who held regional college days serving 308 ProTeam 
students and 2,038 Teacher Cadets (546 more students compared to last year)

12. Recruited four new Teacher Cadet high school sites and re-established eight former 
sites;  recruited five new ProTeam middle school sites
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CERRA MISSION

The purpose of the Center for Educator Recruitment, Retention, 
and Advancement (CERRA) is to provide leadership in identifying, 
attracting, placing and retaining well-qualified individuals for the 
teaching profession in our state. In doing so, CERRA will respond to 
changing needs for teachers from underrepresented populations, 
in critical subject fields and in under-served geographical 
areas in South Carolina.  The Center will work cooperatively 
with other organizations to promote the teaching profession.

Recruitment

Pre-Collegiate Programs: ProTeam and Teacher Cadet instructors served approxi-
mately 2,800 students in 165 schools during 2003-2004. The two pre-collegiate 

recruitment programs continue to be the most recognized and significant recruitment 
tools for the Centerʼs work in identifying and recruiting middle and high school stu-
dents in South Carolina who are potential educators.

Diversity Recruitment: The overall percentage of minority teachers in the South Carolina 
workforce remains at slightly more than 17 percent. Activities undertaken by the Center to 
increase the number of candidates entering teacher education include establishing minority 
enrollment that reflects the population of the school as a priority for Teacher Cadet sites, 
expanding the ProTeam Program, providing College HelpLine information, and targeting 
teachers of color to apply for National Board Certification®. 

Teaching Fellows: A cohort of 150 Fellows was selected from a pool of 702 applications. 
The Fellows Program has an almost 89% retention rate in its five years of supporting 
future SC teachers.

College Partners: The uniform grading policy has significantly strengthened the role of 
College Partners. During 2003-2004, over 94 percent of all Teacher Cadets had an oppor-
tunity to earn both honors credit and college credit as a result of the College Partnerships, 
an increase over the 75 percent who had the same opportunity last year.

Online Application: The online application is the initial point of contact for many candi-
dates interested in teaching in South Carolina. This successful service has matched certified 
teachers with vacancies in hard-to-fill geographic and/or subject areas. Candidates are 
able to complete one application for teaching jobs in South Carolina.  The applications 
are downloaded electronically to school district personnel administrators nightly. School 
districts accessed this service more almost 38,000 times in 2003-2004 – an increase of 
9,000 over last year.
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EXPO: For the past 16 years, the Center has co-sponsored the annual teacher recruitment 
job fair.  In 2004, over 900 teacher candidates registered from 35 states and two foreign 
countries. Fifty-four South Carolina school districts participated in the 2004 EXPO. Ap-
proximately 18 percent of teachers hired in 
South Carolina for the 2003-2004 school 
year came from other states. The Center s̓ 
involvement with EXPO, personnel direc-
tors and other administrators makes the 
goal of placing teachers a strongly col-
laborative effort.

Retention & Advancement

Mentoring: This specialty area continues 
to make significant progress. CERRA 
conducted trainings serving more than 
150 mentor teachers, district level staff 
members and higher education faculty 
representing 47 school districts and all 
five CERRA Regions. In addition to 
these trainings, CERRA is continuing its 
work with the Division of Teacher Quality 
to lead a statewide mentoring committee 
charged with framing recommendations to 
the State Superintendent of Education for 
a stronger program of statewide support 
for beginning teachers.

Web site/Communications: On July 1, 
2003, the CERRA Web site was unveiled 
following a complete redesign. The up-
grade included incorporating the use of 
Flash technology and the Center s̓ new-
est logos. The expansion of the CERRA 
Web site continues to be a strong tool 
for attracting potential teachers to our 
state and remains the #1 hit on all major 
search engines for “teacher recruitment.” 
In addition, CERRA worked with Laine 
Communications to produce  brochures 
and posters aimed at recruiting, retaining 
and advancing teachers.

Supply and Demand Research: For the 
third consecutive year, Supply and De-
mand data collection was strengthened 
by a 100 percent response rate, with all 
85 districts reporting, in addition to the 
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Department of Juvenile Justice and the School for the Deaf and the Blind. In addition, 
the Center conducted its second Spring Survey to capture a snapshot of the most critical 
hiring needs and concerns for the upcoming year.

Teacher in Residence Program: CERRA identifies outstanding teachers/professors and 
provides them with a fellowship to work for the Center in its programs while develop-
ing teacher leadership.  During 2003-2004, six Teachers in Residence (TIRs), including 
the South Carolina Teacher of the Year, served in this capacity.  The TIRs are primarily 
service brokers who offer on-site support for the full continuum of CERRA̓ s program 
and services.

Teacher Leaders: The merging of the Pre-Collegiate Advisory Board, the Teacher Forum 
Leadership Council and the Board Certification Network of SC Educators forms the newly- 
created Teacher Leaders Advisory Board. This group, representing the full continuum of 
CERRA̓ s programs and services, now serves as a stronger collective teacher voice for 
teacher leadership.

National Board Support: Collaboration established with national, regional and state 
offices relating to National Board support has allowed CERRA the opportunity to work 
with more than 5,000 candidates and National Board Certified Teachers in 2003-2004. 
South Carolina ranks third in the number of NBCTs and second in the number of African 
American NBCTs. In 2003-2004, the number of National Board Certified Teachers in our 
State increased from 2,358 to 3,226.

Conclusion

The work of CERRA outlined above is certainly not a comprehensive narrative of all that 
has been accomplished during 2003-2004. The staff s̓ focus on key words of our new 
name ensures that the programs we administer help us realize the far-sighted vision of 
the charge of CERRA and the roles we play as an agency that supports educators through 
our mission to provide leadership in the recruitment, retention and advancement of well-
qualified individuals for the teaching profession in our state.
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RESEARCH AND ASSESSMENT 

Knowing and understanding the supply and the demand factors that affect the 
teaching profession are important for a number of reasons, not the least of which 

is providing the best possible education for the citizens of our state.  Other reasons 
include the preparation of teachers by our institutions of higher learning and the de-
velopment of sound policy by the state legislature and State School Board to meet 
the needs of our growing and changing student population.

CERRA has been very fortunate over the past three years to have a 100 percent response rate 
in the extensive teacher supply and demand survey.  All 85 school districts, the Department 

of Juvenile Justice and the South Carolina School for the Deaf 
and Blind completed the annual nine-page survey that is used, 
among other purposes, to designate the critical subject areas 
for both the South Carolina Teacher Loan Program and the 
Program of Alternative Certification for Educators (PACE).

With four years of consistently higher response rates, a review 
of these numbers is instructional.  It is important to note that the 
data gathered during the fall of 2000 and 2001 was just prior 
to the significant financial challenges faced by the state during 
the next two years.  This statistical information can especially 
be observed by comparing the number of teachers hired by 
districts in 2001 at 6,554 and just two years later in 2003 at 
4,828, reflecting a greater than 26 percent decrease over 2001.  
It is also important to note that these decreases not only reflect 

overall fewer hires by the districts due to budget cuts, but also decisions made by individu-
als to postpone retirement or changing careers due to the state of the economy.

Teacher Shortages

The number of teaching positions that remain unfilled as of September 30 of each year, 
the cutoff date for survey data collection, continues to be of great concern.  With the 
exception of the decrease from 2000 to 2001, the number of districts reporting teacher 
vacancies has increased from 326 in 2001 to 383 in 2003.  This almost 18 percent 
increase is due to a number of factors, including the increased need for special educa-
tion teachers across the state, the changes brought about by the federal No Child Left 
Behind (NCLB) Legislation and the 50 percent reduction in waivers experienced by 
districts over the past two years as a result of the NCLB mandates.  We will, in all 
likelihood, see this number increase over the next two years as the legislation demands 
that school districts reduce waivers to 0 percent by the beginning of the 2006-2007 
academic school year.

This change will impact some school districts much more than others.  Historically, 
school districts in the Upstate report fewer teacher shortages at the beginning of the 
school year than do school districts in the Pee Dee area of the state and into the Low-

Selected Supply and Demand Survey Results

2003 2002 2001 2000*

Teachers Hired 
by Districts

4,828 5,582 6,554 6,379

Teacher 
Vacancies

383 335 326 458

Teachers 
Leaving the 
Districts

4,807 5,425 5,050 5,392

*Three school districts not reporting.
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country.  Many of these rural school districts have difficulty 
attracting and keeping teachers even in less challenging times, 
but the inability to use waivers to fill teaching positions is going 
to provide a particularly difficult challenge.  Several districts 
through this area of the state reported greater than 40 percent 
of their available teaching positions unfilled, and many more 
reported greater than 20 percent at the beginning of the 2003-
2004 school year.  The vacancies are not only in the tradition-
ally difficult-to-fill positions, such as special education and 
mathematics, but in early childhood and elementary education 
as well.  In CERRA's spring survey conducted in 2003, 12 
percent of the districts reported elementary education/early 
childhood as one of the top five most difficult positions to fill.  
Results from the 2004 spring survey show that an even greater 
percentage, just under 20 percent, are having difficulty filling 
these positions.

Data from the Fall Supply and Demand Survey and that from the Division of Teacher 
Quality is combined to provide a recommendation to the State Board of Education at its 
December meeting on the critical subject areas for the SC Teacher Loan Program and the 
subject areas for PACE.  As in the past, the number of teaching positions vacant and those 
not filled by a fully certified teacher, including teachers on waivers and PACE partici-
pants, were combined to provide numerical data to support these recommendations. Little 
change has occured in the subject areas on the shortage list over the past several years, 
with only a few areas dropping off or added to the list.  Subjects such as math, special 
education and science are firmly entrenched on the shortage list and continue to require 
specific attention.  Programs such as PACE and Troops to Teachers help significantly in 
reducing these needs, but other programs such as increased student loan forgiveness or 
aggregated pay scales may need to be seriously studied if these perpetual shortage areas 
are to be effectively addressed.

Teacher Supply

The Fall Supply and Demand Survey also provides a picture of the sources of teachers for 
South Carolina classrooms.  For the purposes of the survey, a "new hire" is a teacher who 
is new to that district, not necessarily new to the profession.  South Carolina has done a 
respectable job of providing teachers for our own classrooms, averaging about 30 percent 
of the new teacher hires over the past 4 years from its own institutions of higher learning.  
The challenge we face is looking to the future to provide the teachers we need (special 
education, math, etc.) and 
to better prepare all teachers 
for the challenges of today s̓ 
classroom.  With these efforts, 
we may see a decrease in the 
almost 28 percent attrition 
rate we experience in our new 
teachers during their first three 
years in the profession. Their 

State Board Approved Critical Subject Areas for 2004 - 2005

• Art
• Business Education
• English/Language Arts
• Family and Consumer Science
• Foreign Languages
             (French, German, Latin            
             and Spanish)

• Guidance
• Industrial Technology
• Mathematics
• Media Specialist
• Science (all areas)
• Special Education (all areas)
• Theatre/Speech and Drama

Individuals/Groups 
requesting survey results:
• South Carolina Legislators
• South Carolina State Department 

of Education
• College/University Grant Writers
• Media Outlets (TV/Radio/Print)
• Other States across the US
• Educational Researchers



Center for Educator Recruitment, Retention, and Advancement 

Page 12

Page 13

2003 - 2004 Annual Report

leaving the profession not only makes it difficult in filling teaching positions, but also 
creates challenges in building the professional experience base needed to increase student 
achievement.

With the growth in the population of the state, South Carolina finds itself in the position 
of needing to attract a significant number of teachers each year from not only the United 
States but from other countries as well.   The past four years have seen an average of 

just over 19 percent of 
all newly hired teach-
ers (10 percent new 
graduates and 9.1 per-
cent certified or PACE 
teachers) coming from 
outside the state.  These 
teachers represent over 
35 states and 9 foreign 
countries.

While almost one-fifth 
of our teachers are cur-
rently coming to South 
Carolina from out of 
state each year, these 
numbers will likely 
need to increase in the 
years to come as South 
Carolina teachers begin 
to retire. The average 
age of a SC educator is 
42.1 years. As families 

move here for the climate, CERRA receives a number of phone calls each year from 
individuals who would be interested in teaching if there were incentives in place to assist 
with the forgiveness of student loans or incentives for certain licensure areas, such as 
special education and math.

 As we look to provide our classrooms with the quality and quantity of teachers we need 
now and in the years ahead, it may be time to begin difficult discussions. In light of lower 
teacher pay in South Carolina when compared to salaries in surrounding states, the time 
is approaching when assisting teachers with paying off student loans to come to South 
Carolina, or remain in the state, may be at hand. Even more difficult will be the discussions 
on differential teacher pay. The market reality of supply and demand may command that 
we offer certain difficult-to-staff subject areas, such as math, science and special education, 
more money in salary to attract them to the state and to the profession. Difficult challenges 
demand creative thought; the time has come to begin these deliberations.

One other item that may have an effect on our in-state supply of teachers, at the same time 
that we are seeing the need for the number of teachers increasing, is the cutting of some 
education majors within the colleges of education at our institutions of higher education 
(IHE).  In light of national certification program requirements, some institutions are cut-
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ting programs that are not attracting a critical mass of students to their campuses.  This 
not only cuts the number of undergraduates completing programs, but could also limit 
the number of teachers that may wish to complete add-on certifications in these subject 
areas.  Depending on access to IHEs, this kind of course reduction could make the process 
almost impossible for teachers in rural areas.  

The second greatest source of teachers each year for school districts are teachers that are 
coming to them from another district in state.  Over the past four years, just under 23 per-
cent of teachers hired have come from another in-state district.  While this percentage can 
differ a great deal across the state, it reflects a noteworthy degree of mobility among SC 
educators and suggests the challenges faced 
by many districts as teachers leave for higher 
salaries and perceived better working condi-
tions. (See Exhibit B.2 in the Appendix.)

The Spring Survey 

CERRA conducted a spring survey for the 
second consecutive year in 2003-2004.  We 
have come to examine this survey as more 
looking into the next school year as opposed 
to looking back at where we have been.  We 
were not as successful with the number of 
districts responding this year, 78 percent, as we were in 2002-2003, 92 percent response rate, 
but still much can be gleaned from the data reported.  (See Exhibit B.1 in the Appendix.)

The questions on the 2002-2003 spring survey were designed to gather information about 
the projected budget cuts at the state and local levels that were looming for the 2003-2004 
school year.   While the cuts were not as dramatic as originally feared, due in large part to 
federal funds made available, it is still instructional to compare the numbers reported for 
the spring 2003 and the spring 2004 surveys.  The outlook is much more upbeat on the 
overall employment picture.  Districts were predicting in 2003 that over 1,250 teaching 
positions and over 110 administrative positions would be cut for the 2003-2004 school 
year.  In comparison, districts projected 160 teaching positions and 41 administrative 
positions would be cut in 2004-2005.  

In an omission on the 2002-2003 survey, we did not ask districts how many positions 
would not be created due to budget constraints and could not technically be counted as 
cuts since they had not even been created.  We rectified this omission for the 2004 spring 
survey and it was reported that 354 positions would not be created that the districts would 
have otherwise created to meet demands.  Seven of the 68 reporting districts (10.3 percent) 
accounted for more than 50 percent of the teaching positions that will not be created for 
2004-2005.  It will come as no surprise that these come from districts that represent areas 
of rapid growth in the state.

When asked the subject area that is the first or second most difficult to fill, districts re-
sponded overwhelmingly with special education and mathematics.  These were also the 
number one and two subjects for 2002-2003 and appear to be for the foreseeable future as 
the comments on the surveys suggest.  English/Language Arts showed a more than doubling 

2003-2004 South Carolina Geographic Critical Need Districts
(Based on Teacher Turnover Rates and District Designation)

*Districts designated as unsatisfactory

Allendale County      Greenwood 51 Marion 1
Anderson 3 Hampton 2* Marion 7
Bamberg 2 Jasper County* McCormick County

    Calhoun County* Laurens 55 Orangeburg 3*
Dorchester 4 Lee County* Richland 1
Florence 4* Lexington 4 Saluda County
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in the number of districts reporting difficulty 
in finding these teachers, and one medium-
sized district was looking for 15 such teach-
ers at the June Teacher Expo in Columbia.  
It is also notable that an increased number 
of districts are reporting difficulty in find-
ing elementary and early childhood teach-
ers.  With the number of students graduating 
from college with these particular degrees, 
it is more a matter of working to get these 
teachers where they are most needed than it 

is preparing more of them.

When asked to make any comments 
regarding hiring for the 2004-2005 
school year, of the personnel ad-
ministrators that chose to take the 
opportunity to respond, greater 
than 40 percent expressed concern 
about the ability to find middle 
level certified teachers.  Comments 
include, “It is extremely difficult to 
locate persons who are certified in 
Middle School content areas,” “Col-
leges and universities must produce 
middle level certified graduates. 
They are graduating too many early 
childhood education and elemen-
tary education graduates,” and “We 
have no choice but to continue hir-
ing elementary certified teachers at 
the middle levels. Content certified 
teachers are difficult to come by 
and generally show little interest in 
middle levels.”  These comments 
and others similar to them show 
the growing uneasiness that will be 
felt by the entire state as we move 
toward full implementation of the 
middle level certification and the 
need to fill these positions with 
highly qualified teachers.

Finally, there were a number of com-
ments relating to the No Child Left 
Behind (NCLB) Legislation.  Per-
sonnel Administrators are concerned 
in general with being able to meet 
the new federal mandates, especially 

2000 - 2004 Supply and Demand Surveys
(Four-year averages)

Teachers of Color Hired 20.2% of new hires

Males Hired 20.6% of new hires

First Year PACE Teachers 9.0% of new hires

Reported Retiring 20.5% of teachers leaving district

Reported Leaving Profession 8.1% of teachers leaving district

2004 Spring Supply and Demand Survey
Center for Educator Recruitment, Retention and Advancement

Please return your survey no later than June 11, 2004

District Name: ______________________________________________________________________________

Name of individual completing survey: ___________________________________________________________

1. What is the total number of teaching positions cut in your district for the 2004-2005 ______
school year? 

2.  What is the total number of new teaching positions that would have otherwise been
      created if it were not for the current budget constraints? ______

3.  What is the expected number of teaching vacancies you will fill in 2004-2005? ______

4.  What is the total number of building-level administrative positions cut in your district
for the 2004-2005 school year? ______

5. What is the total number of building-level administrative positions that would have
otherwise been created if it were not for the current budget constraints? ______

6. What is the expected number of administrative vacancies you will fill in 2004-2005? ______

7. What are the top three (3) teaching vacancy areas, in rank order, projected for the 2004-2005
academic school year.

a. _____________________________________________________________________________

b. _____________________________________________________________________________

c. _____________________________________________________________________________

8. Additional comments and thoughts on hiring for the 2004-2005 school year. Include any comments that may
relate to meeting the NCLB legislation.

____________________________________________________________________________________

____________________________________________________________________________________

____________________________________________________________________________________

____________________________________________________________________________________

____________________________________________________________________________________

____________________________________________________________________________________

____________________________________________________________________________________

9. Does your district accept the current online employment application managed by CERRA and SCASA for
      seeking teaching positions in your district? _____________

David M. Norton
CERRA

Stewart House at Winthrop University
Rock Hill, SC   29733

800.476.2387
803.323.4044 (fax)

nortond@winthrop.edu
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Images taken from 
Diversity Makes A 
Difference Brochure 
published in 2004 by 
CERRA-South Carolina.
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CERRA'S DIVERSITY RECRUITMENT EFFORTS

Mission: The purpose of the diversity recruitment efforts 
at CERRA is to increase the number of diverse students 
entering college and choosing teaching as a career.

State and National Trends

A common thread that runs throughout the fabric of CERRA is the belief in a diverse 
teaching force, one that is more reflective of the ever changing student population in our 
state.  With the percentage of teachers of color at 17.5 percent for the 2002-2003 school 
year and the percentage of students of color at about 45 percent and increasing each year, 
South Carolina has much ground to gain.

While the nation as a whole reflects approximately 14 percent teachers of color, South 
Carolina's 17 percent is above the national average.  The trend over the last 30 years has 
been a decrease in the number of teachers of color (see graphic), in the state from 32.0 
percent in 1975 to a low of 16.0 percent in 1998.  The general trend over the past several 
years has been a steady increase from the 1998 figure to 17.5 percent for the 2002-2003 
school year.

Looking at the supply of teachers of color in the state, educators have two major sources 
to consider:  1) the traditional colleges of education (32 approved programs in the state) 
and 2) the Program of Alternative Certification for Educators (PACE).  The Colleges 
of Education at the various colleges and universities have graduated an average of 15.4 
percent students of color over the past five years.  PACE, on the other hand, shows a 
44 percent participation rate by individuals of color.  While PACE does not prepare as 

many individuals for the teaching profession each 
year when compared with our traditional education 
programs prepare (514 verses 1,774 average for the 
most recent three years), it is still a critical source of 
teachers for South Carolina s̓ classrooms.  

Males are also a population of concern in South 
Carolina and the nation.  The most recent national 
figures indicate that 21percent of the teachers across 
the nation are males, while South Carolina has 17 
percent.  These numbers are showing an overall 
decrease throughout the United States as men be-
come increasingly concerned about low wages and 
the gender stereotypes that still pervade the public 
perception about the nurturing ability of males in 
general, especially at the lower grade levels (NEA, 
2004).  South Carolina has shown an overall 2.6 
percent decrease in the number of males graduating 
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from education programs, and it is very unlikely that all of 
these sought certification, exacerbating the problem to an 
even greater degree.

Efforts to Improve These Numbers

Diversity recruitment continues to be emphasized in all 
the Center s̓ programs. Activities undertaken by CERRA 
to increase the number of ethnic minorities and males en-
tering the teacher profession include establishing minority 
enrollment goals that reflect the population of the school as 
a priority for Teacher Cadet sites, expanding participation in 
the ProTeam Program, recruiting a more diverse population 
of National Board Certification® candidates and working 
with the Division of Teacher Quality through the Program 
of Alternative Certification for Teachers (PACE).

The College HelpLine Program works with students and 
adults who seek information on going to college and find-
ing the financial resources to pay for it.  Priority is given 
to minorities, first generation college-bound students and 
individuals interested in becoming teachers.  In an effort 
to reach a broader audience of students, the Teachers in 
Residence (TIRs) provide College HelpLine information 
to guidance counselors in all South Carolina high schools. 

The ProTeam Program was initially designed to introduce the teaching profession to middle 
school students of color and males, as a viable career alternative before they become “turned 
off” to the idea.  The curriculum has been revised on several occasions over the past 14 years 
to appeal to a larger audience of young people; however, a key focus of ProTeam remains 

During 2003-2004, the Diversity Recruitment Specialist 
participated in the following:
ß networked with legislators and local Teacher Forums to educate them 

on the issue of minority and male teacher shortages

ß served on the planning committee for the South Carolina Alliance 
of Black School Educators (SCABSE) and revised the SCABSE        
scholarship application

ß presented National Board Certification® Awareness seminars, placing 
an emphasis on recruiting a diverse population of candidates

ß participated in Benedict College's "Call Me Mister" Panel Discussion

ß presented a Diversity Workshop at the Oconee County Celebration Day

ß created a diversity recruitment booklet and PowerPoint presentation

How the College HelpLine 
Program reaches out to its 
target audiences:
1. Produces an annual newsletter 

with financial aid and scholarship 
information that is shared with all the 
high schools and other educational 
groups across the state

2. Provides training to the Teachers 
in Residence and other key staff 
members regarding the financial aid 
process.

3. Provides a financial aid “workshop” to 
each Teacher Cadet class

4. Makes staff members available for 
career fairs and other opportunities 
to present information on financial aid 
and the teaching profession
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attracting minority students and males into the 
class.  During the 2003-2004 school year ap-
proximately 44 percent of the students in the 
program were students of color, very close to 
the 45 percent state average of all students, 
and 36 percent were males, more than double 
the current percent of male teachers.

CERRA works closely with the Division of 
Teacher Quality and its efforts to recruit teach-
ers from “nontraditional” sources to our class-
rooms.  As part of the Transition to Teaching 
grant awarded to the state, CERRA provides a 
PACE counselor who gives time to individuals 
seeking information about teaching and assists 
with conducting informational workshops and 
participating in job fairs.  PACE has provided, 
on average, approximately 9 percent of newly 
hired teachers over the past three years.

The Center also created a document and Pow-
erPoint presentation to accompany the new 
brochure, Diversity Makes a Difference.  The 
brochure is part of CERRA̓ s new campaign 
to recruit, retain and provide advancement 
opportunities for teachers of color. Unveiled  
earlier this year, the brochure will be shared 
with school districts and other interested 
groups. 

As requested, members of the CERRA staff 
make presentations to minority youth groups 
from churches, schools and organizations 
focused on encouraging minority students to 
attend college and consider the teaching pro-
fession. Staff members are also encouraged 
to attend school, college and professional 
career fairs to promote the teaching profes-
sion as a viable career choice. The CERRA 
staff is invited to participate in seminars and 
workshops that address the needs of minority 
students and teachers. The benefits of teaching 
and the minority teacher shortage, especially 
for males, are emphasized during all events 
involving the CERRA staff.  The Center staff 
continues to network with other organizations 
focusing on diversity in an effort to commu-
nicate the importance of targeted recruitment 
in this area.

Students of color graduating from education programs

Year
Total Number Education

Degrees Awarded
(Bachelorʼs Degrees)

Graduates of
Color

Percent
Graduates
of Color

1986-1987 1,424 187 13
1987-1988 1,358 169 12
1988-1989 1,433 132 9
1989-1990 1,532 155 10
1990-1991 1,596 157 10
1991-1992 1,779 194 11
1992-1993 2,004 257 13
1993-1994 2,108 242 11
1994-1995 2,202 308 14
1995-1996 2,136 402 19
1996-1997 2,032 362 18
1997-1998 2,077 365 18
1998-1999 1,939 333 17
1999-2000 1,842 293 16
2000-2001 1,731 261 15
2001-2002 1,727 245 14
2002-2003 1,805 262 15

Males graduating from education programs

Year

Total Number Education
Degrees Awarded

(Bachelorʼs Degrees) Male
Graduates

Percent
Male

Graduates
1999 1,939 430 22.2
2000 1,842 397 21.6
2001 1,731 344 19.9
2002 1,727 311 18.0
2003 1,805 353 19.6
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When you first enter a ProTeam classroom, the first thing you notice is that there 
is activity.  The students are busy and enjoying themselves while they interact 

with their classmates and their instructor.  The noise level is increased.  The walls of 
the room are filled with displays of authentic engagement. Middle school students 
are eager to tell you about tutoring their classmates and younger students at local 
elementary schools. 

An important reason for this interest is the ProTeam instructor s̓ enthusiasm for the rigor-
ous curriculum, DreamQuest. 

Encouraging Middle School Students

The curriculum, DreamQuest, offers teacher-like duties, study skills strategies, communi-
cation skills activities and research oppor-
tunities. The curriculum is organized into 
seven modules and includes required and 
optional activities.  Activities in all seven 
modules have been designated as required 
or optional for semester and year-long 
courses.  

DreamQuest is aligned with the English/
Language Arts standards of South Carolina.   
Each activity has several aligning charac-

teristics of writing, oral communications, reading and research.

Nurturing ProTeam's Support System through Family Involvement

According to June A. Gordon, in her 2000 work on educational change and development, 
The Color of Teaching, approximately 75 percent of African American teachers did not 
recommend teaching as a career to their students or to their friends and relatives. Gordon 
states that one of the reasons for this is that those teachers thought that students of color 
should “venture out into professions previously closed to them” (33).

Research conducted for CERRA indicates that parents and other family members have 
the greatest influence on the career interests of middle school students. In the last few 

PROTEAM

Mission: The mission of ProTeam, a middle-school recruitment program, 
is to encourage exemplary students to attend college and consider 
education as a viable career option and to expand the pool of minority 
and male teachers available to the public schools of South Carolina.

ProTeam DreamQuest Curriculum
The ProTeam Family Connection is a required piece for all classes.

Module 1 I Can Self Reflect Module 5 I Can Set Goals

Module 2   I Can Communicate Module 6 I Can Make Decisions

Module 3 I Can Teach Others Module 7 I Can Think Positively

Module 4 I Can Be Different
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decades, parents – especially parents of color – have been reluctant to encourage their 
children to pursue teaching as a career. 

With this in mind, the Center included parents as part of the professional team from the 
onset of the ProTeam Program. As a result, parents and families are showing more interest 
in education as a possible career choice and recognize the need for more teachers teaching 
in the state of South Carolina. During the 2003-2004 school year, 24 Family Workshops 
were conducted at ProTeam sites. 

Expanding the ProTeam Mission 

During the 2003-2004 academic year, 29 middle/
junior high schools in 23 school districts offered 
the ProTeam course to 548 students. The total 
number of ProTeam classes was 42: eight schools 
offered a year-long program, 11 schools offered the 
course one semester, four schools had two classes 
for a single semester, five schools offered a first 
and second semester class, and one school had 
four classes offered at different intervals during 
the year.   

By the end of the 2003-2004 school year, almost 
11,760 middle school students had had their in-
terest in the teaching profession piqued by this 
hands-on, self-exploratory course. Overall, ap-
proximately 60 percent of these students have 
been students of color. 

ProTeam in Other States 

In June 2004, ProTeam curriculum training was 
conducted in Virginia for nine middle school teachers in collaboration with the Com-
monwealth of Virginia s̓ Department of Education. 

Supporting the Program 

CERRA provides each class a $125 grant to purchase supplies, curriculum materials and 
provide additional activities. Additional funding is set aside for each site to cover training, 
professional development and cost of materials incurred by CERRA.

Supporting the Instructor

Teachers from CERRA̓ s College Partner, ProTeam and Teacher Cadet sites gathered in 
Myrtle Beach for a two and one-half day professional development workshop in October 
of 2003. The theme of the workshop was “Charting Your Course” and included concurrent 
sessions, roundtable sessions, networking opportunities, new curriculum ideas and guest 
speakers. The workshop provided teachers the opportunity to collaborate with one another, 
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Results of CERRA internal 
ProTeam program evaluation
• Post-surveys revealed that 31 

percent of ProTeam students were 
considering education as a career.

• A total of 70 percent of all ProTeam 
students are African-American and/
or male.  

• Forty-five percent of all ProTeam 
students are African-American and 
41 percent are male. 

• ProTeam post-surveys indicate that 
62 percent of ProTeam students 
plan to go on to a four-year college 
after high school graduation.

share ideas from their programs, gain information about middle 
school certification and give input for the curriculum revision. 
The timing of the October workshop provided an opportunity 
for newly- trained teachers to get helpful hints before they were 
far into the school year.   

ProTeam Program Evaluation 

Input was sought in evaluating the ProTeam Program using the 
pre- and post-survey administered to all 2003-2004 ProTeam 
students. The survey included questions on students  ̓career 
interests, perceptions of school, and family and peer relation-
ships.

Teacher Survey Results

An end-of-the-year survey was mailed to the 29 sites that 
participated in the ProTeam Program during the 2003-2004 
school year. When asked to rate the services of most value to 
the ProTeam teacher this past year, an overwhelming majority, 

approximately 85 percent, stated that the site visits 
by the Teachers in Residence and the support offered 
by the CERRA staff, approximately 85 percent, were 
helpful or extremely helpful.  The promptness with 
which their questions and needs were addressed and 
the personal attention given to each site by the TIRs 
were also cited as strengths of the program.  The an-
nual professional development workshop, in conjunc-
tion with the Teacher Cadet Program Workshop, and 
the College Day visits were rated helpful or extremely 
helpful by 100 percent of the respondents.  The site 
support grant money was also mentioned  as being 
valued by many of the respondents.

ProTeam Sites 2003-2004 * indicates new 2003-2004 site

School District

Alice Drive Middle Sumter 17

Bates Middle Sumter 17

Berkeley Middle Berkeley County

Brewer Middle Greenwood 50

Calhoun Falls High* Abbeville

Carolina Forest Education Center Horry County

College Park Middle Berkeley County

Cross High Berkeley County

D.R. Hill Middle Spartanburg Five

Dent Middle Richland Two

Estill Middle Hampton Two

Fort Johnson Middle* Charleston

Gilbert Middle Lexington One

Hemingway High Williamsburg County

Hughes Middle Greenville County

Kingstree Jr. High Williamsburg County

Landrum Jr. High Spartanburg One

Long Jr. High Chesterfield County

Pageland Middle Chesterfield County

Palmetto Middle Anderson One

Palmetto School Marion Two

Robert E. Howard Middle Orangeburg Five

Sanders Middle* Laurens 55

Sedgefield Middle* Berkeley Middle

Seneca Middle Oconee County

Sullivan Middle* Rock Hill Three

Starr-Iva Middle Anderson Three

W.A. Perry Middle Richland One

Ware Shoals High Greenwood 51

William J. Clark Middle Orangeburg Five
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TEACHER CADET

Mission: The primary mission of the Teacher Cadet Program is to 
encourage academically talented or capable students who possess 
exemplary interpersonal and leadership skills to consider teaching as 
a career. An important secondary goal of the program is to provide 
these talented future community leaders with insights about teaching 
and schools so that they will be civic advocates of education.

If you had known your career choice at age 17, how much different would your life 
have been?  Would you consider the same choices?  

A Teacher Cadet is, most likely, that 17-year-old high school senior who experiences 
the teaching profession through hands-on activities, observations at several levels in our 
education systems, and a field experience that is designed especially for them.

Often, these high school seniors are able to decide before attending college that teaching 
is the career for them.  

"The Teacher Cadet Program gave me something to look forward to each morning.  It 
was such a rewarding experience.  If you are even slightly interested in teaching as a 
profession, this class will either make you or break you.  Thank you for allowing me to 
be a part of this program."

       Jenna, Lancaster High School

"The Teacher Cadet Program has been very beneficial to me.  I got an inside look at what 
the job of being a teacher requires.  I bonded with my class, and it helped me determine 
that this is what I want to do."

       Amber, Mullins High School

"This program really influenced me to become a teacher.  It helped me realize how impor-
tant I could be in a child s̓ life.  I would like to make the future a brighter place; therefore, 
I want to become a teacher."

     Zachary, North Charleston High School

Some students are able to determine that teaching does not suit them.

"The program gave me a clear concept of teaching.  I discovered that teaching wasn t̓ 
for me."

      Sarah, Wagener-Salley High School

The Teacher Cadet Program is an innovative teacher recruitment strategy designed to 
attract talented young people to the teaching profession through a challenging introduc-
tion to education taught as a high school class. The program seeks to provide high school 
students with an insight into the nature of teaching, the problems of schooling and the 
critical issues affecting the quality of education in America s̓ schools.
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Piloted in four high schools in 1985-86, the Teacher Cadet Pro-
gram has grown to include 136 high schools that served 2,219 
academically talented high school juniors and seniors in 2003-
2004. (See Exhibit C.1 in  the Appendix for list of 2003-2004 
Teacher Cadet Sites.) Approximately 21 percent of the partici-
pants were male and 25 percent were minorities.

By the end of the 2003-2004 school year, more than 34,139 
academically talented students had completed this challenging 
introduction to teaching. Teacher Cadet Program participants 
consistently outscore their peers on the Scholastic Aptitude Test 
(SAT). The average SAT score of 2003-2004 Teacher Cadet Pro-
gram participants is 1070. The average SAT score for female 
Teacher Cadets is 1050. The average SAT score for male Teacher 
Cadets is 1120. The average SAT score for Teacher Cadets who 
plan to teach is 1060.

Plans to Teach

External evaluations of the Teacher Cadet Program have confirmed that the Program is an 
effective tool for recruiting students who are high academic achievers into the teaching 
profession. An average of 37 percent of all students who have taken part in the Teacher 
Cadet Program over the years indicate plans to pursue teaching credentials upon entering 
college. Of the 2003-2004 Cadet class, 37 percent plan to enter teaching, according to the 
post-course survey. Education was selected significantly more often as a career choice than 
any other career option. Four percent of the 2003-2004 Cadets changed favorably toward 
teaching as a career during their participation in the Teacher Cadet Program. Responses 
indicate that more than 650 Cadets in the 2003-2004 cohort plan to pursue teaching upon 
entering college.

Supporting the Program

In 2003-2004, each Teacher Cadet class received a grant to purchase supplies, develop 
curriculum materials and provide additional activities for the class. The grant amount was 
based on allocations of $250 for sites with 15 or more students. Sites with fewer than 15 
students received $16.65 per student with no site receiving less than the base of $100. These 
funds were used to provide teaching related activities, speakers, college campus visits, 
classroom supplies, film and processing, receptions and workshops. Additional funds were 
allotted for each site to cover the cost of training and materials incurred by CERRA. 

SAY, MAY and FLAY Programs

In order to meet the increasing shortages of skilled teachers in such critical areas as math 
science and foreign languages, the Teacher Cadet Program has created and adopted pro-
grams to encourage students to become interested in teaching in these critical subject areas. 
The SAY (Science and Youth), MAY (Math and Youth) and FLAY (Foreign Language and 
Youth) curriculums have been developed and adapted by creative and talented Teacher 
Cadet teachers in the program for use with peer lessons, field experiences and academic 
fairs.  Interactive lessons interest students in these critical subjects. 

Supporting the Instructor

This was the 16th year Teacher Cadet instructors have been invited to participate in an an-
nual professional development workshop. The Teacher Cadet Workshop was held October 
22-24, 2004, at the Springmaid Beach Conference Center in Myrtle Beach. The theme 

Teacher Cadet
Program requirements
The student must:
1. Have at least a B average in a 

college preparatory curriculum.
2. Be recommended in writing by 

five teachers. 
3. Submit an essay on why he/she 

wants to participate in the class. 
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for the workshop was based on “Charting Your Course.” The programs of the workshop 
focused on the mission statement and initiatives of CERRA as well as a focus on the cur-
riculum work in both the ProTeam and the Teacher Cadet courses.  

The workshop focused on expanding opportunities for teachers. Sessions included discus-
sion on professional development opportunities and mentoring efforts across the state. A 
direct application of this was found in the format of new instructor sessions, which were 
designed by veteran network instructors. 

The workshop provided College Partners and Teacher Cadet instructors an opportunity 
for collaborative planning time. Additionally, the workshop granted time for networking 
and professional development for all participants. This was the largest workshop to date 
for Teacher Cadet teachers, with over 175 participants from across South Carolina as well 
as participants from Virginia, Hawaii and Arizona.  

Experiencing Education, Ninth Edition

In June 2004, the ninth edition of the Teacher Cadet curriculum was released.  The following 
are major differences between the eighth edition (1998) and the most recent revision:

• a format of three major themes, each with three supporting units – Experiencing 
Learning (Awareness and Reflection, Styles and Needs, Growth and Development); 
Experiencing the Profession (History and Trends, Structure and Governance, 
Certification and Employment); Experiencing the Classroom (Observation and 
Preparation, Application and Instruction:  The Internship, Analysis and Reflec-
tion)

• an Essential Question added to each lesson s̓ format to provide focus on enduring 
ideas and meaningful, memorable life-long lessons

• alignment with standards and descriptors recently modified by the curriculum 
committee (standards emphasize the knowledge and skills teachers need for the 
PRAXIS as well as for National Board Certification®)

• additional information on topics such as English Language Learners, brain-based 
learning, and discipline

• an expanded section on adolescence that includes more barriers to learning such 
as eating disorders, depression, substance abuse, and sleep deprivation

• more authentic and engaging tasks to help Teacher Cadets grasp big ideas in 
education

• suggested time frames needed to complete each lesson

• culminating activities placed at the beginning of units so that the instructor can 
introduce goals and assessments before teaching the relevant lessons

For the ninth edition of the Teacher Cadet curriculum, CERRA Teacher in Residence 
Virginia Ward led the team of writers: Mary Beth Bussell, Dutch Fork High; Michaelyn 
Conley, Blacksburg High; Pam Flynn, Broome High; Phyllis Gantt, Wagener-Salley High; 
Anne Ledford, Fort Mill High; Karen Moyd, Wade Hampton High (Greenville); Virginia 
Senn, West-Oak High; Sherry Shipes, Williston-Elko High; Betty Templeton, Riverside 
High; Charlie Templeton, Eastside High; and Barbara Thomson, Richland Northeast 
High.
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Veteran Teacher Cadet Instructor Curriculum Training

ß In June and July 2004, six regional curriculum training sessions were held for 111 
educators. The sessions took place in Florence, Charleston, Columbia, Greenville, 
and Rock Hill, South Carolina. Teacher in Residence Virginia Ward and CERRA 
Program Director Amanda Graham led the three-hour training sessions. 

New Teacher Curriculum Training, In-State

ß On June 28-30, 2004, 14 in-state and out-of-state instructors attended the cur-
riculum training session in Rock Hill, South Carolina. Teacher Cadet instructors 
Pam Flynn and Sherry Shipes led the three-day training session. 

ß On July 12-14, 2004, 16 in-state and out-of-state instructors attended the cur-
riculum training session in Rock Hill, South Carolina. Teacher Cadet instructors 
Anne Ledford and CERRA Program Director Amanda Graham led the three-day 
training session. 

ß On July 19-21, 2004, 17 in-state and out-of-state instructors attended the cur-
riculum training session in Rock Hill, South Carolina. Teacher Cadet instructors 
Betsy Wilson and Anne Ledford led the three-day training session. 

New Teacher Curriculum Training, Out-of-State

ß In January 2004, Teacher in Residence Virginia Ward coached 33 Arizona educators 
in Tempe, Arizona.  The training was facilitated by Arizona State University.

ß In June 2004, CERRA Program Director Amanda Graham and Teacher Cadet 
instructor Pam Flynn conducted a curriculum training session for 32 experienced 
Virginia educators in Richmond, Virginia.  The training was facilitated by the 
Commonwealth of Virginia s̓ Department of Education.

ß In June 2004, CERRA Program Director Amanda Graham and Teacher Cadet 
instructor Pam Flynn conducted a curriculum training session for 54 new Virginia 
educators in Richmond, Virginia.  The training was facilitated by the Common-
wealth of Virginia s̓ Department of Education.

ß In June 2004, Teacher in Residence Virginia Ward trained 13 Hawaiian instructors 
in Honolulu, Hawaii.

ß In July 2004, instructor Michaelyn Conley facilitated the training of five Colorado 
educators in Littleton, Colorado.

ß In July 2004, certified Arizona trainer, Kim St. Clair, in collaboration with Arizona 
State University, trained 10 instructors.

Networking Activities

Teacher Cadets and their teachers participated in activities and workshops sponsored by 
College Partners. Eighteen colleges provided opportunities for the Cadets to learn about 
life on a college campus and experience networking activities with other Cadets from 
their partnership. The Teacher Cadet College Days included keynote speakers, concurrent 
sessions, and opportunities to share ideas, projects and activities with other Cadets in the 
colleges  ̓cohort. Several Teacher Cadet classes traveled to another school to meet and to 
sponsor collaborative projects to benefit children in their areas. 
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2003-2004 Curriculum Training Accomplishments

ß Recruited four new Teacher Cadet sites and re-established eight former sites

ß Trained 47 new instructors and 111 experienced instructors in the Teacher Cadet 
curriculum at in-state trainings

ß Conducted out-of-state trainings for 147 instructors in Arizona, Colorado, Hawaii 
and Virginia

Teacher Survey Results

The Teacher Surveys were mailed to 136 sites; surveys were completed and returned by 
103 teachers (75 percent). Of those who went through Teacher Cadet curriculum training, 
85 percent ranked the training as extremely helpful.
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ß Among all teachers, the site grant monies, CERRA staff services, and Teachers 
in Residence visits were cited as being the most helpful.

ß Although the majority of teachers did not suggest any ways to change or improve 
the Teacher Cadet Program, several respondents have suggested the Center con-
sider other locations of the state for the annual workshop, as well as more regional 
events and a “list serv” for interested educators.

"As a first-year Teacher Cadet instructor, Iʼve had a great year.  A large portion of that 
is due to CERRA.  What more could I possibly ask for?  Great curriculum training, fall 
workshop, college partner and a fabulous Teacher in Residence, plus thorough and timely 
responses from CERRA.  Thanks for all you did to make my first year a great one!"

     Angi Brunson, Summerville High School

"I have not used the CERRA video library, but I will.  I am so excited about the clips that 
we saw at the workshop!"

      Jane Sligh, Hartsville High School

"The Cadets loved College Day and enjoyed the videos that went along with the units.  
Weʼve had a great first year."

     Lori Lindler, Calhoun Falls High School

"CERRA provided exceptional coverage on what was happening within education and 
teachers within our state by way of newsletters and the TIRs."

    Gloria Hamilton, Allendale-Fairfax High School

Findings from Teacher Cadet Program Student Surveys

Input from 1,650 students was received to evaluate the Teacher Cadet Program using 
a pre- and post-survey which was administered to all 2003-2004 Cadets. The survey 
included questions on students  ̓career plans and program effectiveness. The following 
was found:

ß The Teacher Cadet Program continues to attract academically capable students. 
SAT scores of Teacher Cadets have consistently risen since 1987-1988, averaging 
higher than state and national averages. The average SAT score for the 2003-2004 
classes is 1070.

ß Upon completion of the Program, 37 percent of the 2003-2004 respondents indi-
cated plans to pursue a career in teaching.

ß Of the Teacher Cadets who indicated plans to teach, 100 percent prefer to teach 
in a critical subject area.

ß Eighty-five percent of all Teacher Cadets indicated that the Program has made 
them aware of critical subject areas while 73 percent indicated awareness of criti-
cal geographic areas in South Carolina.

ß Ninety-one percent of the Cadets indicated that the Teacher Cadet Program was 
helpful in assisting in making career plans. In addition, 93 percent of the Cadets 
indicated that the program helped them formulate a positive perception of teach-
ing.
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Newsletter



Center for Educator Recruitment, Retention, and Advancement 

Page 32

Page 33

2003 - 2004 Annual Report

Taken from Summer 2004 
CenterPoint Newsletter



Center for Educator Recruitment, Retention, and Advancement 

Page 32

Page 33

2003 - 2004 Annual Report

COLLEGE PARTNERSHIPS

Mission: The purpose of the College Partnerships is to create a structure 
for college faculty members to work in a collaborative relationship 
with Teacher Cadet instructors to provide enrichment experiences 
for high school students as they explore the field of education.

College Partner Teacher Cadet Sites in Partnership
Anderson College Crescent, Easley, Hillcrest, Mauldin, Palmetto, Pendleton, Pickens, Seneca, Wade

Hampton (Greenville), Walhalla, West-Oak, Westside, Wren
Charleston Southern University Berkeley, Fort Dorchester, Hanahan, Lincoln, North Charleston, Stall, Stratford,

Summerville
The Citadel James Island Charter, Wando, West Ashley

Clemson University Daniel, Greenville, Liberty, J.L. Mann

Coastal Carolina Andrews, Aynor, Conway, Georgetown, Kingstree, Myrtle Beach, Socastee, Sumter,
Waccamaw, West Florence

Coker College Chesterfield, Cheraw, Darlington, Hartsville, Lake View, Lamar, Lee Central,
Marlboro County, Mayo Magnet, McBee

College of Charleston Baptist Hill, Cross

Furman University Berea

Greenville Tech Eastside, Riverside, Southside, Woodmont

Lander University Abbeville, Belton-Honea Path, Calhoun Falls, Carolina, Emerald, Greenwood, Ninety
Six

Limestone College Blacksburg, Gaffney

North Greenville College Blue Ridge, Greer, Travelers Rest

Presbyterian College Clinton, Laurens

SC State University Scott’s Branch

USC – Aiken Aiken, Gilbert, McCormick, Midland Valley, North Augusta, Pelion, Saluda, Silver
Bluff, South Aiken, Strom Thurmond, Wagener-Salley, Williston-Elko

USC – Beaufort Battery Creek, Beaufort, Hilton Head

USC – Columbia A.C. Flora, Airport, Brookland-Cayce, Chapin, Dreher, Dutch Fork, Irmo, Keenan,
Lexington, Lower Richland, Lugoff-Elgin, Mid-Carolina, Richland Northeast, Ridge
View, White Knoll

USC – Salkehatchie Allendale-Fairfax, Barnwell, Blackville-Hilda, Colleton County, Estill, Jasper County,
Wade Hampton (Hampton), Woodland

USC – Spartanburg (now USC-Upstate) Boiling Springs, (James F.) Byrnes, Broome, Chapman, Chesnee, Dorman,
Spartanburg

USC – Union Union

Winthrop University Andrew Jackson, Buford, Central, Chester, Clover, Fort Mill, Indian Land, Lancaster,
Lewisville, Northwestern, Rock Hill, York Comprehensive

Wofford College Landrum

Independent Sites (no College Partner) Dillon, Hannah-Pamplico, Marion, Mullins, Timmonsville
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Many Different Models of College Partnerships

Each college partnership reflects a certain degree of 
uniqueness based on specific needs of the high schools 
being served and the resources and expertise available at 
the cooperating college. Ideally, the College Partners bring 
a wealth of knowledge about education to the course, 
and in turn, the experience of working in high schools is 
valuable to College Partners.

Teacher Cadet sites benefit by having the opportunity to 
showcase their College Partners. 

Colleges benefit by having the opportunity to showcase 
their campuses and programs to bright young people, 
and, most importantly, students benefit by having the 
opportunity to study with both high school and college 
educators. After working with the College Partner, visiting 
and taking part in special activities on campus during the 
year, many Teacher Cadets choose the partner institution 
to attend after high school.  

ProTeam College Days

The following College Partners hosted ProTeam College 
Days during the 2003-2004 school year. Included is the 
approximate number of ProTeam students attending each 
event.

ProTeam

College Days

College Partner/Site of Event

ProTeam

Students

Attending

Anderson College 20

Charleston Southern University 181

USC- Columbia 107

Total number of ProTeam students 308

College Partner
Summary of college credit availability

among College Partnerships
Credit

Offered

# of 
Sites

Anderson College Yes 13

Charleston Southern University Yes 8

The Citadel Yes 3

Clemson University Yes 4

Coastal Carolina Yes 10

Coker College Yes 10

College of Charleston Yes 2

Furman University No 1

Greenville Tech Yes 4

Lander University Yes 7

Limestone College Yes 2

North Greenville College Yes 3

Presbyterian College No 2

SC State University Yes 1

USC – Aiken Yes 12

USC – Beaufort Yes 3

USC – Columbia Yes 15

USC – Salkehatchie Yes 8

USC – Spartanburg (Upstate) Yes 7

USC – Union Yes 1

Winthrop University Yes 12

Wofford College No 1
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Teacher Cadet College Days

The following College Partners hosted Teacher Cadet 
College Days during the 2003-2004 school year. 

On these Cadet College Days, college partnership coor-
dinators hosted each of the Cadet sites on their campus.  
Orientation sessions, class visits, special speakers and 
events were held.  

Most of the South Carolina Teaching Fellows institu-
tions provided student escorts for the day.  Included is 
the approximate number of Teacher Cadets attending 
each event.

Teacher Cadet College Days

College Partner / Site of Event

Cadets

Attending

Anderson College* 241

Charleston Southern University* 131

The Citadel 65

Clemson University 56

Coastal Carolina University 175

Coker College 113

Lander University* 78

Limestone College 34

North Greenville College 52

USC – Aiken 189

USC – Beaufort 36

USC – Columbia* 286

USC – Salkehatchie 78

USC – Spartanburg (Upstate)* 141

USC – Union 36

Winthrop University* 327

*Teaching Fellows Institution

TOTAL Cadets served 2,038
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COLLEGE HELPLINE

Mission:  The primary purpose of the College HelpLine Program 
is to work with students in the Teacher Cadet Program, as well 
as others, who need assistance getting into college. Priority 
is given to students of color, first generation college-bound 
students and those planning to teach.  The two basic goals in 
the program are to assist students with the college admission 
process and to provide them with information on financial aid.

In the appendix

Distribution of South 
Carolina Teacher 
Loans

SC Teacher Loan by 
Critical Subject

The College HelpLine (CHL) completed its 15th year of service assisting students, 
the parents of students and other individuals interested in information on financing 

a college education during the 2003-2004 school year.  The role of the CHL has evolved 
over the years as the information provided by guidance counselors, college financial 
aid offices and the Commission on Higher Education has improved to meet the needs 
of an increasing number of students interested in postsecondary education.

The CHL newsletter, published annually by CERRA, continues to be a very important 
source of information for high school guidance counselors across the state.  Each August 
thousands of copies of the updated newsletter are mailed to public and private high schools 
and are used as the focal point for financial aid nights hosted at many high schools during 
the year.  General information is provided about financial aid, state-level scholarships, 
the SC Teacher Loan, Teacher Cadet scholarships and Teaching Fellows. The newsletter 
offers a comprehensive background on finding money for college.  

The increased use of the Internet and the information provided by 
individual colleges and universities and state and federal govern-
ments on their Web sites have led to a slow change in the services 
provided by CHL.  More and more individuals are calling with 
regard to the Program of Alternative Certification for Educators 
(PACE), the SC Teacher Loan Program, Career Changers Loan, 
advice on add-on certification and general questions about the 
teaching profession.  Approximately 30 percent of these calls come 
from out-of-state from interested individuals that have accessed 
CERRA̓ s Web site.

The mainstay of all first visits to Teacher Cadet classes by the 
Teachers in Residence (TIRs) is the College HelpLine informa-
tion.  Cadet students are introduced to information on financing a 
college education and the teaching profession using a standardized 
program of overheads and the CHL Newsletter.  This information 
is invaluable as students continue to think about their futures after 
high school and give teaching serious consideration through the 
Teacher Cadet curriculum.

Groups most often 
calling during 2003-2004
• guidance counselors
• current teachers looking for 

new avenues in teaching
• individuals looking to enter the 

teaching profession from other 
careers

• parents seeking funds for their 
child’s education

• out-of-state callers interested 
in general information on 
teaching in South Carolina.
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The College HelpLine continues to be very successful in 
sharing information with students in the Teacher Cadet 
Program regarding money for college, especially the SC 
Teacher Loan.  So successful in fact, that greater than 
50 percent of all Teacher Loans awarded to freshmen 
over the last three years have gone to former Cadets  
(see graphic to the right).   Part of the success of former 
Cadets in receiving the Teacher Loan is not only the cali-
ber of students participating in the program but also the 
emphasis placed on applying for the loan early.  Fewer 
than 15 percent of Teacher Loans awarded each year go 
to freshmen, so applying early is extremely important.  

Students that do not have access to the Teacher Cadet Program in their high schools or are 
not able to participate in the program are an ongoing point of concern to CERRA.  Teach-
ers in Residence and Teacher Cadet instructors are valuable resources in communicating 
information to students about the College HelpLine. CERRA also sends CHL Newsletters 
to all public and private schools, as well as home school organizations at the beginning of 
each school year and upon request.  These groups are given permission to make as many 
copies of the newsletter as needed.  More than 6,000 copies of the four-page publication 
were produced by CERRA last year, and a copy was placed on CERRA's Web site for 
individuals to download as needed.

Observations from the South Carolina Teacher Loan Data

CERRA has used data from the South Carolina Teacher Loan as part of its annual report 
for a number of years.  Results of the entire 2003-2004 Teacher Loan Program Annual 
Report can be found in the Appendix as Exhibits D.1 and D.2.  

• South Carolina, like much of the rest of the nation, is facing a shortage of teachers 
of color.  Approximately 17.5 percent of  South Carolina s̓ public school teachers are 
teachers of color;  just over 10 percent of all teacher loans went to college students of 
color.  (see table at right)

• South Carolina is also facing a shortage of male teachers, reflecting approximately 17 
percent in the teaching force.  In the past three years, just under 12 percent of all teacher 
loans went to male students. 

• South Carolina has four Historically Black 
Colleges and Universities (HCBU) (Benedict 
College, Claflin College, Morris College and 
SC State University) that offer teacher educa-
tion programs.  Over the past three years, these 
institutions have accounted, on average, for less 
than 4 percent of all individual teacher loans and 
less than 4 percent of the total amount of money 
awarded.  South Carolina State University ac-
counted for all the loans among the HBCUs in 
2001-2002 and all but two in 2003-2004.

Teacher Loan

Data

2003-2004 2002-2003 2001-2002

No. % No. % No. %

Total number of
Teacher Loans

1,339 ------- 1,330 ------- 1,523 -------

Number of former
Cadets receiving
Teacher Loan

488 36.4 503 37.8 572 37.6

Number of
freshmen
receiving Teacher
Loan

168 12.5 183 13.8 318 20.9

Number of
freshmen who are
former Cadets

84 50.0
(of all freshmen)

107 58.5
(of all freshmen)

173 54.4
(of all freshmen)

Teacher Loan Recipients by Race

2003-2004 2002-2003 2001-2002

Race Number % Number % Number %

African-
American

123 9.2% 129 9.7 151 9.91

American
Indian/Alaskan

3 0.2% 1 .07 4 0.26

Asian/Pacific
Islander

3 0.2% 2 .15 2 0.15

Hispanic 6 0.5% 4 0.3 4 0.26

Caucasian 1,067 79.7% 1,071 80.5 1,192 78.26

Not Designated 137 10.2% 123 9.28 170 11.19
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SOUTH CAROLINA TEACHING FELLOWS

The mission of the South Carolina Teaching Fellows Program is to 
recruit talented high school seniors into the teaching profession 
and to help them develop leadership qualities through the 
collaborative efforts of teacher educators, school district 
personnel, business leaders and other education stakeholders.

CERRA is very privileged to have recruited the fifth cohort of Teaching Fellows 
for the 2004-2005 academic school year.  We are equally pleased to announce the 

completion of the four years of sponsorship of our original cohort of Fellows from the 
2000-2001 academic school year.  This is the time that CERRA has long been “talking 
up” with personnel administrators across the state—the era when this first group of 
very special young people begins teaching in classrooms across the state.

When Request for Proposals (RFPs) were first solicited in 1999, nine (9) Teaching Fellows 
Institutions (TFI) were selected with the promise to provide new and innovative programs 
and opportunities to the Fellows.  Fellows receive enrichment programs in TFIs, profes-
sional development opportunities during summer months, involvement with communities 
and businesses throughout the state and $6,000 annual scholarships for four years while 
they complete a degree leading to teacher certification. The scholarship provides up to 
$5,700 for tuition and board and up to $300 for enrichment programs per year. 

This first group has truly been the beneficiary of these exceptional programs. If the reports 
from the 9 campuses are any indication, this group of new teachers will begin having an 
impact on education in the state almost immediately.  While not all of the 112 students 
that completed the four years, a 75 percent retention rate, will be in a classroom this fall, 
we fervently believe that you will be hearing about them soon. 

Teaching Fellows:  The Past...The Present…The Future

The Past ...

The Teaching Fellows Program came into existence in 1999 when the SC General As-
sembly, recognizing the shortage of teachers in our state, funded the Teaching Fellows 
Program in South Carolina for the first time.  The program identifies gifted high school 
seniors who commit to the teaching profession in South Carolina. Each year, the program 
awards Fellowships to high school seniors (contingent upon funding) that will be enter-
ing school in the fall following their graduation.  Over 853 Fellowships, out of a total of 
2,784 applications, have been offered through the first five years of the program.  Fellows 
have endured a rigorous application process that includes documentation of academic 
achievement, school and community activities, references, an interview, submission of 
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a written essay and have expressed the desire to teach South Carolina s̓ children.   See 
Exhibit E.1 in the Appendix for a review of the cohort sizes at each Fellows Institution 
for the first five cohorts.

 The Present ...

The Teaching Fellows selection process will remain the same for the selection of the 2004-
2005 cohort.  The overall retention rate for the program during its first five years is almost 
89 percent, which is not inconsequential for a new program.  However, 
CERRA, with our deep-seeded belief in a diverse teaching force, would 
like to see more students of color participating in the process.

We felt the most obvious course of action was to take the five years of data 
we had to this point and closely look at the selection criteria used to deter-
mine which students are ultimately offered Fellowships. After a thorough 
examination of the application process, it was determined that the process 
was not unintentionally screening out certain groups of students, such as 
students of color or males, but was overall attracting very capable students 
to the program. It was decided that increasing the quantity and quality of 
students of color and males applying for the program was the best approach 
to increasing diversity.  

CERRA, in its efforts to increase the diversity of applicants for the Teaching 
Fellows Program, will begin a targeted effort this fall to invite students of 
color and males to apply for the program.  Using our network of Teacher 
Cadet teachers, ProTeam instructors, National Board Certified Teachers and a partner-
ship with the South Carolina Alliance of Black School Educators, talented students of 
color will be approached on a one-on-one basis and invited by an educator to apply for a 
fellowship.  We believe that at this time next year this Campaign will result 
in a higher number of applicants of color and a higher percentage of students 
of color in the program.

The Future ...

A successful program always needs to step back once in a while and take a 
good long look at itself.  The Fellows Program plans to do just that over the 
next several years.  With the input of TFI Campus Directors, the CERRA Policy 
Board and the CERRA staff, an instrument has been developed over the course 
of the past year that will be used to evaluate each institution in the network.  
Items will include revisiting the initial RFP, aligning annual reports with the 
program, meeting with education faculty and other entities on campus, looking 
at Fellows Senior Survey results and meeting with current Teaching Fellows 
on campus.  All this will be used with the intent of moving the program to a 
higher level with the idea that CERRA can seek increased funding to expand 
the program to more campuses and offer Fellowships to more students.
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Significant Accomplishments for 2003-2004

ß Obtained funding and recruited a cohort of 150 Teaching Fellows for the 2004-
2005 academic year

ß Recognized graduating Teaching Fellows on May 11 on the floors of the House 
and Senate in Columbia with the assistance of the Palmetto State Teachers As-
sociation

ß Revised Teaching Fellows Institute Annual Report to better align with the original 
Request for Proposals

ß Conducted a Senior Teaching Fellows Online Survey to seek input from the first 
group of Fellows on their experiences over the past four years.

ß Updated and published Teaching Fellows Policy Manual

Teaching Fellows Institutions and the SC Teacher Loan

Teaching Fellows Institutions as a whole have been very good at providing all their educa-
tion majors information on the SC Teacher Loan. The Loan information is provided to all 
students that come in contact with any CERRA program whether it is through the Teacher 
Cadet Program, the ProTeam Program or the College HelpLine Newsletter.  TIRs, in their 
visits to Teacher Cadet classes, stress the importance of applying for the loan early and 
the need to pass the Praxis I test before the sophomore year if the funds will be sought 
after then. 

As a group, these 11 TFIs, of the 32 colleges and universities that qualify for the Teacher 
Loan, accounted for over 55 percent of the total loans and amount of money awarded over 
the past two years, providing a significant source of funds for Teaching Fellows and other 
students interested in becoming public school teachers in South Carolina. (See Exhibit 
E.2 in the Appendix)

Teaching Fellows Cohorts  •  2001-02 to 2004-05

Freshman 
Year of 
Cohort

# of 
Awards

# of

Applicants

# of 
School 

Districts

Average

SAT

Female Male Minority # of 
Teacher 
Cadets

2004-2005 150 702 52 of 85

(61%)

1137 124

(83%)

26

(17%)

16

(11%)

101

(67%)

2003-2004 200 617 56 of 85

(66%)

1114 169

(85%)

31

(16%)

18 

(9%)

135

(68%)

2002-2003 200 647 56 of 85

(66%)

1081 177

(89%)

21

(11%)

38

(19%)

136

(68%)

2001-2002 150 531 59 of 86

(69%

1086 135

(90%)

15

(10%)

21

(14%)

97

(65%)

In the appendix

Teaching Fellows Co-
hort Sizes 2001-02 
to 2004-05

Teacher Loans by 
Teaching Fellows 
Institution 
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TARGET RECRUITMENT

The Target Recruitment Initiative articulates the Center's mission by 
assisting the under-served geographical areas in South Carolina in 
building a strong continuum for teacher recruitment and retention. 

The growing demands for recruitment and retention of highly qualified teachers 
in our state have shifted the emphasis of target recruitment at the Center. Target 

recruitment efforts have focused on enhancing the awareness that each school district 
has an equal opportunity to benefit from the Centerʼs continuum of programs and 
services that are designed to address their immediate and long-term needs.

Assessing the Need for Target Recruitment

Mirroring school districts throughout the United States, South Carolina continues to 
face challenges to recruit and retain teachers – especially in “hard-to-staff schools” often 
located in small rural settings.  Data from the Supply and Demand Survey depicts an in-
creasing number of PACE and new teachers entering the teaching profession.  Each year 
these teachers equate to over 3,000 of the new hires in our state s̓ teaching pool of over 
47,000 educators.  Despite efforts to recruit the most highly qualified teachers to educate 
our students, attrition rates remain at a steady rate and vacancies still exist in many of our 
most needy school districts.  

Responsibilities

ß Contact key school district personnel in order to make recommendations for re-
cruitment and retention efforts

ß Analyze information on recruitment and retention and communicate needs to 
CERRA staff

ß Assist districts in establishing a continuum of recruitment and retention

Accomplishments

2003-2004 Goals Met

In order to make recommendations to key district personnel in the areas of recruitment and 
retention, CERRA staff created a profile of each school district using seven of CERRA̓ s 
program services. Teachers in Residence rated each district (see Exhibit F.3 in the Appen-
dix), which then became a “Target Recruitment and Retention Profile,” (see Exhibit F.1 
in the Appendix). This information was analyzed and communicated to the CERRA staff, 
who then made decisions determining which districts we would target for establishing a 
full continuum of services and which Teacher Cadet “sleeper sites” should be targeted for 

In the appendix

Passenger seat file

Target Recruitment and 
Retention: How are 
we doing?

Target Recruitment 
Tally Sheet
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re-establishment. As the Teachers in Residence visited each district, the Profiles provided 
a visual representation, which gave key personnel a look at how their districts were utiliz-
ing the programs available in the areas of recruitment and retention.

Target Recruitment and Retention Profiles

• The name of the district and the district teacher turnover percent.

• The high schools with Teacher Cadet programs and the total number of 
schools in the district. Contact information for the pre-collegiate Program Director 
information was included.

• The South Carolina Teaching Fellows applications since 2000 and the 
Teaching Fellows awarded. The Program Director information is included.

• Whether or not the district was represented at the previous year s̓ EXPO. 
The number of online applications accessed in 2003. The database manager contact 
information is included.

• The number of Cognitive Coachingsm trainees, Santa Cruz New Teacher 
Center trainees, the number of NBCT s̓® and whether or not an active Teacher 
Forum exists. The Program Director contact information is included.

Full continuum sites: Following the rating of each district, based on the judgment of the 
Teachers in Residence, three districts were chosen for CERRA to assist in establishment 
of a full-continuum of recruitment and retention.

 • Sites targeted:  Clarendon 2, Orangeburg 2, Orangeburg 3

Out-of-Network Sites: Each Teacher in Residence contacted sites without former Teacher 
Cadet classes or sites with no trained teacher.

Sleeper Sites: These sites refer to schools that had former Teacher Cadet classes and 
employ a trained instructor but no class.

Number of visits made to District Personnel by the TIRs:

 • Total number:  51

Passenger Seat Files

As TIRs make site visits, a passenger seat file with parallel information to the District s̓ 
profile updates each district s̓ involvement. This file contains information on the district s̓ 
rating, teacher turnover percentage from the previous year, the Teacher Cadet sites and the 
overall number of high schools in the district, the number of Teaching Fellows applica-
tions and the Fellowships awarded, the number of teachers trained in either Santa Cruz 
or Cognitive Coachingsm, and the number of National Board Certified Teachers® in the 
district.  (See Exhibit F.2 in the Appendix.)

The file provides space for contact information in the district, the name of the NBCT 
district liaison and space for TIRs to take notes about their visits to the districts.
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TEACHER DATABASE & ONLINE APPLICATION

Mission:  The purpose of the online statewide teacher application 
is to provide the public school districts of South Carolina with 
qualified teaching applicants, to facilitate teachers in their search 
for positions within the public school districts by completing one 
application one time and to help meet the need for teachers in 
South Carolina’s critical need areas – both subject and geographic.

The creation of the online application resulted from collaboration among the Per-
sonnel Division of the SC Association of School Administrators (SCASA), the 

Information Technology Department at Winthrop University and CERRA. The online 
application is available to anyone who has access to the Internet. Online Teacher 
Application Information Packages are distributed by request and free of charge. The 
package includes information on South Carolina teacher certification, district contacts, 
geography of the state, critical need areas, current South Carolina teacher vacancies 
and instructions on how to access the Online Application. The Teacher Vacancy List 
is published on the 1st and 15th of each month and is available on the CERRA Web 
site, which is updated daily as districts inform CERRA of changes. The online teacher 
application is available to help all districts by providing them access to the many 
teaching candidates who have applied online.

The CERRA Web site (www.cerra.org) allows users to access the job vacancy informa-
tion via the Internet. The Center also distributes the Teacher Database Manager s̓ e-mail 
address to all South Carolina personnel administrators for their means of communication 
to update information regarding job vacancies.

CERRA advertises in three daily newspapers every other Sunday, inviting teachers to 
apply online. The online application is supported by the State Department of Education 
Teacher Certification Office that sends a notice of the service to all individuals seeking 
initial teacher certification in South Carolina. Thousands of teachers across the nation who 
receive information about the annual SC EXPO for Teacher Recruitment also receive an 
invitation to apply online.

The online application was activated in October of the 1999-2000 fiscal year, and there are 
over 44,000 applications online (not all finalized) as of June 30, 2004. Nearly 600 teachers 
requested online application packages, vacancy lists, certification, critical needs, EXPO 
and other CERRA information via telephone and mail, with over 170,000 Web site con-
tacts. During the 2003-2004 school year, all of the 85 South Carolina school districts and 
several special and private schools utilized the online application system. Private schools 
may advertise and have access to the online applications for an annual fee of $250.

More than 900 teachers from 35 states and two foreign countries registered for the 15th 
Annual EXPO where information about the online teacher application was available to 

In the appendix

Job  Bank Statistics 
2003-2004

Longitudinal Job  Bank 
Statistics 

http://www.cerra.org
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teachers, and the system was accessible to personnel directors.  Many teachers completed 
the online application as a result of the EXPO job fair. These efforts increased in-state and 
out-of-state listings in both critical and non-critical subject areas.  

The Online Application has become increasingly important as CERRA staff assist former 
Teacher Cadets, ProTeam students and Teaching Fellows in finding teaching jobs in South 
Carolina. The online application requests information about involvement in the Teacher 
Cadet Program and the SC Teaching Fellows Program. Since its inception in October of 
1999, more than 2,500 applicants have indicated they are former Teacher Cadets, and 89 
indicate that they are SC Teaching Fellows (first year for Fellows to apply).

TEACHER RECRUITMENT EXPO

Mission:  The purpose of the South Carolina EXPO 
for Teacher Recruitment is to match teachers seeking 
positions with school districts seeking teachers.

The South Carolina EXPO for Teacher Recruitment focuses on meeting South 
Carolinaʼs short-term recruitment needs. The 15th annual job fair was held in Co-

lumbia, South Carolina, June 7, 2004.  The EXPO was co-sponsored by CERRA, the 
South Carolina Association of School Administrators – Personnel Division (SCASA), 
the State Department of Education s̓ Division of Teacher Quality and the State Depart-
ment of Educationʼs Office of Teacher Certification.  Ann Byrd of CERRA and Robert 
Scarborough of SCASA served as co-chairs of the 2003-2004 EXPO.

The Center assumed responsibility for all state and national publicity, including media 
contacts and answering over 900 mail and telephone inquiries. During the EXPO event, 
CERRA staff members sponsored an on-site booth where teachers were encouraged to 
apply online, and districts were given access to the completed online applications. Staff 
members provided general staff support for the workshop and published the EXPO Teach-
ing Vacancy list.  

Fifty-four South Carolina school districts took part in the EXPO, with more than 900 
teachers registering online from 35 states and two foreign countries.  The 2004-2005 
EXPO will be held in Columbia on June 6, 2005.

In the appendix

Phone and Web site 
responses to news-
paper ads

Responses by Location 
Where Newspaper 
Ads Were Placed

EXPO Participation 
Rates of Districts 
and Applicants
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TEACHER RETENTION AND QUALITY

Keeping the ones we have: Educator retention in 
South Carolina

One of our greatest challenges is raising the level of retention of educators in South 
Carolina, and the reason we are at a crisis level with keeping our teachers is that 

our best efforts to recruit are still thwarted by the general lack of support of our most 
talented new teachers when they enter our stateʼs classrooms as novices. When we 
should be welcoming these new professionals with enthusiasm and encouragement 
(not to mention the expertise we can gain from them), we often find that the recurring 
mentality of “sink or swim” is still firmly entrenched in schools and districts that are  
experiencing high turnover of teachers and administrators. 

Our recruitment programs are accomplishing our goal to identify and attract South Carolina 
students and career changers  into the teaching profession only to discover that these very 
motivated, enthusiastic beginning teachers will face hurdles that continue to contribute to 
an attrition rate that has become commonplace. As a result, South Carolina loses teachers 
at approximately the same rate reflected in national numbers: 14 percent after one year, 
24 percent after two years, 33 percent after three years, 40 percent after four years and 46 
percent after five years (Ingersoll, 2002). 

The cost of teacher turnover is significant; however, we must acknowledge that every time 
a teacher leaves a school community, it takes a toll on administrators, teachers and students 
who feel the ripple effect of losing professionals who not only invested a great deal of 
time and money preparing themselves for the classroom, but also required time, training 
and preparation by school and district personnel. All of this effort can be better spent on 
student achievement if only we can stabilize our schools through effective mentoring.

 Plainly said, it does not matter how strong teacher preparation programs may be (tradi-
tional or alternative). Beginning teachers who are not supported by an effective and formal 
mentoring program will leave the classroom, contributing to what Richard Ingersoll calls 
a “revolving door occupation with relatively high flows in, through and out of schools” 
(No Dream Denied, 29).

Reforming the Practice of Mentors: Building on Collaborative Partnerships

The attrition rates in South Carolina (and those of the nation) are burned in the brains 
of those educators who have served on the state Mentoring and Induction Committee, 
formed by State Superintendent Inez M. Tenenbaum and led by CERRA and the Division 
of Teacher Quality at the State Department of Education. In addition, guiding principles of 
our nation s̓ most effective mentoring programs (some boasting 80 – 90 percent retention 
rates) have moved to the forefront at the state level. What does this mean for beginning 
teachers and the experienced veterans who are assigned to mentor them? 
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For CERRA, it means that new attention is being given to teacher quality through the act 
of not only retaining beginning teachers, but also providing formal training and sustained 
support of the mentors themselves. The philosophy has become one that establishes the 
idea that if we effectively train and support mentors, they, in turn, will effectively train 
and support beginning teachers, giving our students the brand of learning experiences they 
deserve. Therefore, the shift in thinking must become that district leaders must focus on 
the improvement of all teachers through strong mentoring programs. Only then will our 
schools become places where beginning and experienced teachers will want to work. 

What Matters to Teachers: Conducting the SC Working Conditions Survey

In addition to its work with the state Mentoring and Induction Committee, CERRA 
partnered with the State Department of Education and led efforts to collect data on our 
schools and teachers through the SC Working Conditions Survey conducted in the spring. 
Provided by the Southeast Center for Teaching Quality and LearnNC, this survey was 
aligned with the survey of North Carolina educators; however, South Carolina made it 
their own by adding a domain of questions focused on mentoring. The report of the survey 
results will be available in the fall of 2004. Since we will be able to analyze the data with 
regard to mentor and beginning teacher responses, plans to reform our state s̓ mentoring 
and induction programs will be strengthened with information and feedback from those 
who know our schools and their cultures from the inside out – our classroom teachers. As 
partners in this project, CERRA has continued to tap the potential of leaders in our network 
as we garnered support for the completion of the survey through the work of Teachers 
in Residence, district Teachers of the Year,  National Board Certified Teachers®, Teacher 
Cadet and ProTeam instructors, and College Partners. Once again, CERRA̓ s network of 
educators responded to the call for teacher voices as building-level Teachers of the Year 
were asked to disseminate the survey letters and codes.

Reflection of the process has already produced new ways of approaching another effort of 
data collection and research as we begin to move forward with plans for  making similar 
surveys available to educators every two or three years. In the meantime, obtaining analyses 
and reports that are comparative to those in other Southeastern states will strengthen our 
work and keep a concerted focus on improving working conditions and creating more 
effective learning communities in our schools.

Providing Effective Training:  Evolution of the “Santa Cruz” Model for South Carolina

CERRA continues to serve as a provider of one of the nation s̓ most effective mentor train-
ings, Foundations in Mentoring: Professional Development for Those Who Work with 
Beginning Teachers created by the New Teacher Center at the University of California 
– Santa Cruz. Once a small part of CERRA̓ s retention initiative, this training has grown 
tremendously since its beginning as a result of a BellSouth Opportunity Grant two years 
ago. 

This program stands out as one of the strongest because it is rooted in the premise that the 
practice of all teachers improves when beginning and experienced teachers operate in a 
culture that plans, teaches and reflects with one another on a regular basis. As such, it has 
become popular with districts interested in not only supporting beginning teachers, but 
also improving the work of all teachers and administrators so that cultures become ones 

The New Teacher 
Center - Improving 
student learning 
by supporting the 
development of an 
inspired, dedicated, 
and highly qualified 
teaching force.
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that support student and adult learning.

At the end of June 2004, 150 educators completed the two-day training, bringing CERRA̓s 
total of Santa Cruz trained teachers to 243. Participants in the training represent forty-seven 
of the eighty-five districts in South Carolina with Aiken, Marlboro and Richland 2 school 
districts leading the state in the number trained. 

As the numbers grow, CERRA staff members continue to gather information and refine the 
training to best fit the needs of South Carolina teachers and administrators. In this effort, 
all mentoring tools in the training are being adapted to align with ADEPT Performance 
Dimensions and what South Carolina school districts should know and be able to do to 
support mentors in deeper ways, thus improving support of beginning teachers and the 
students they are assigned. 

Meditating the Growth of Professionals: Cognitive CoachingSM as a Tool for School Improvement

All staff members at CERRA have been involved in the development of professional 
growth through Cognitive Coachingsm, and, as ones who have “walked the walk,” it has 
become increasingly important to deepen our work with these skills and enable ourselves 
to support the educators we serve through direct coaching. We are offering training for 
those mentors and administrators who are interested in reshaping and reculturing schools 
around professional growth of the adults who work in our schools. Support of profes-
sionals that involves self-assessment and self-monitoring is key to Cognitive Coaching,sm 
thus attracting CERRA to this work and honoring our teachers and administrators through 
mediation and support.

Research conducted by Carol Sanford found that “value judgments and advice from others 
reduces the capacity for accurate self-assessment. Feedback that is data-driven, value-free, 
necessary, and relevant, however, activates self-evaluation, self-analysis, and self-modi-
fication” (Myths of organizational effectiveness at work. Battle Ground, WA: Springhill. 
1995.) In addition, research indicates that teachers who practice artful coaching questions 
and who model coaching behaviors teach students how to think more deeply about their 
work and reflect upon their work as learners. 

Therefore, Cognitive CoachingSM is a vehicle for meaningful and relevant support for learn-
ers who are willing to assess their practice and adjust their behaviors in order to increase 
their own learning and that of others. At the heart of this training, we have learned the 
subtle differences between support services we, as educators, offer learners: evaluation, 
consulting, collaborating and coaching.  Essentially, the act of Cognitive CoachingSM is 
concerned with the mental processes a learner experiences rather than other forms of 
interaction that focus on events or behaviors.

In order to assist schools that expect high levels of performance from teachers and students, 
CERRA has continued to focus upon the development of trainers and trainings for all 
educators. By the end of June, 89 educators, representing 38 school districts and the State 
Department of Education, completed the Eight Day Foundations Seminar for Cognitive 
Coachingsm. This brings CERRA̓ s total to 123. Three CERRA staff members are nearing 
the end of a three-year commitment to becoming certified trainers in order to offer this 
seminar to all school districts interested in improving retention.

Mission Statement 
of the Center 
for Cognitive 
Coachingsm: To 
produce self-
directed persons 
with the cognitive 
capacity for high 
performance, both 
independently and 
as members of a 
community
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NEW WAYS OF LOOKING AT OLD IDEAS: 
REFINING THE WORK OF TEACHER LEADERS

In addition to serving as an advisory body, these educators 
also serve as positive voices for education reform and 
professional growth for all teachers. More importantly, they 
work to increase the level of teacher quality in order to raise 
the level of student achievement in South Carolina schools.

Classroom teachers who yearn for leadership may get to CERRA and its rich net-
work of educators on any one of a number of paths. The oldest path is, of course, 

through the Teacher Cadet instructor experience or, more recently, by becoming a 
National Board Certified Teacher® (NBCT) who wants to continue to work with na-
tional teaching standards and candidates. No matter how these teachers arrive at our 
door, they are recognized as accomplished leaders who deeply understand the need for 
teacher voices and leadership in all areas of recruitment, retention and advancement 

for our profession. These teachers are, in every sense, the 
lifeblood of CERRA and the reason it exists.

Over the past three years, CERRA has explored new ways 
of respecting and honoring the expertise of teachers in our 
programs while making the best use of their time and energy. 
With some previous small attempts at blending our teacher 
leaders groups, June 2003 marked the biggest step yet as 
two of our groups came together for the first combined 
Summer Workshop, the traditional planning retreats for 
the South Carolina Teacher Forum s̓ Leadership Council 
and the Board Certification Network s̓ Policy Board. During 
this three-day meeting, it became obvious that these teacher 
leaders had similar desires, the greatest of these being the 
need to grow and learn as professionals who can have an 
even greater impact on students and colleagues. And, with 
blended goals for the year (and a higher level of collabo-
ration to achieve them), CERRA̓ s new infrastructure for 
leadership emerged. 

Two chairpersons led the work of the Teacher Leaders and 
modeled the shared values and goals for the group: Jason 
Fulmer, 2004 SC Teacher of the Year and Forum chair, and 
Jane Hardin, chair of the Board Certification Network. 
Together, they planned and oversaw regular meetings and 
workshops for the combined group and led efforts to increase 
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membership through local (district) Teacher Forums and trainings for NBCTs interested 
in candidate support and leadership. Over the course of the year, Jason and Jane came in 
contact with over 200 District Teachers of the Year, local Forum chairs and NBCTs. In 
every interaction, participants were given the opportunity to 

•  Receive critical information about educational policies and legislation

•  Network with state leaders, CERRA staff members and one another

•  Explore leadership opportunities and trainings offered by CERRA and other state 
agencies and organizations.

Serving District Teachers of the Year: Teacher of the 
Year Leads Forum

As one half of CERRA̓ s Teacher Leaders, the SC Teacher Forum achieved several no-
table goals for the 2003-2004 school term. All Board Certification Network Policy Board 
members were invited to attend Teacher Forum events that, in the past, were reserved 
for District Teachers of the Year. Including these teachers in these events gave Chair 
Jason Fulmer and CERRA staff members the opportunity to share CERRA̓ s mission of 
increased collaboration for accomplished teachers at the state level and in local districts 
that traditionally hold separate events for teachers who have achieved National Board 
Certification®. At each Teacher Forum event, Jason and CERRA staff modeled the high 
level of collaboration necessary for true teacher leadership growth.

Members successfully sponsored and/or implemented 
the following:

2003-2004 Teacher Leaders Summer Workshop, June 2003

Under the leadership of the newly-selected Teacher of the Year and the Board Certifica-
tion Network of South Carolina Educators (BCNSCE) Chair, the South Carolina Teacher 
Forum (SCTF) Leadership Council and BCNSCE members convened in Rock Hill June 
17-18, 2003, to determine the goals for the year and begin workshop planning for the 
two scheduled networking workshops slated for the year. During this session, the Teacher 
Leaders engaged in team building and goal-setting activities. The participants received 
information about teacher leadership, CERRA initiatives, Division of Teacher Quality 
initiatives, the Teacher Leaders Conceptual Framework and the missions of the SCTF 
and BCNSCE. At the close of the retreat, the Teacher Leaders established a schedule for 
subsequent meetings including the formation of committees and timelines. 

Fall Workshop, September 30, 2003

The SCTF sponsored the 2003 SC Teacher Forum Fall Workshop on Tuesday, September 
30, 2003, at the BellSouth Building in Columbia, SC. The workshop theme, developed out 
of the SCTF Leadership Council s̓ quest for teachers to find their public voice was “Des-
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2003 - 2004
Teacher Leaders

Goals and Strategies

Provide support for the professional growth 
and leadership of South Carolina educators

ß Provide teachers information on how to begin a district 
Teacher Forum

ß Provide professional development through service on 
state level committees

ß Create panel discussions/workshops on outstanding 
programs

ß Assume leadership roles and responsibilities tied to 
state level initiatives

Raise the level of efficacy of South Carolina 
educators for educational policy and issues

 
ß Gain information about local, regional, state and na-

tional level issues and initiatives

ß Provide the state s̓ first Teacher Leaders Symposium

ß Provide networking opportunities with other teacher 
leaders, school leaders and legislators

ß Provide strategies for teachers to network with local, 
state and national policymakers

Raise awareness and increase support of 
effective mentoring programs

ß Allow experts to share best mentoring practices, 
provide training in various recruitment and retention 
programs

ß Explore the research concerning teacher retention with 
schools and districts

ß Network with other accomplished teachers throughout 
our state to share best mentoring practices

tination Leadership: Mapping a Course of Action.”

Fifty-nine District Teachers of the Year joined the Lead-
ership Council members and CERRA staff members 
to work on the 2003-2004 Teacher Leader goals and 
mission and to learn how to implement the established 
goals and enhance their local school communities and 
forums.

Special guests included Debbie Elmore, the Commu-
nications Coordinator for the SC Education Oversight 
Committee; Dr. Jean Norman, Director of the South 
Carolina School Improvement Council; and Molly 
Spearman, the Deputy Superintendent for Govern-
mental Affairs at the South Carolina State Department 
of Education. Elmore highlighted recognition pieces for 
District Teachers of the Year to return to their schools 
and display.  Dr. Norman raised the awareness of the role 
of the School Improvement Council and the need for 
Teachers of the Year to serve on local school improve-
ment council committees.  Spearman emphasized the 
need for teacher voices at the Statehouse and provided 
information about educational policy and how a bill 
moves through the legislative process.

Winter Workshop, February 2004

The SCTF hosted the 2004 Winter Workshop February 
4-6, 2004, at the Springmaid Beach Resort and Conven-
tion Center in Myrtle Beach. Sixty-two District Teachers 
of the Year attended.  The workshop was a unique event 
that included our nation s̓ Teacher of the Year, Dr. Betsy 
Rogers; some of our former SC Teachers of the Year who 
served on a Teacher Leader Panel; Eric Hirsch, Senior 
Director of Policy and Partnerships from the Southeast 
Center for Teaching Quality; John Norton and Tammy 
King, coordinators of the Teacher Leaders Network; 
and Dr. Janice Poda, Senior Director at the Division of 
Teacher Quality at the State Department of Education. 

The goals of the workshop were to celebrate these ac-
complished and outstanding teachers, expose them to 
the established goals, allow them time to exchange ideas 
and practices and focus on teacher leadership in South 
Carolina and their role as teacher leaders. Teachers 
were given an opportunity to reflect on these goals and 
then formulate their roles as teacher leaders once they 
returned to their perspective districts and forums across 
our state. On opening night of the Winter Workshop, the 
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SCTF sponsored a local Teacher Forum showcase to highlight the accomplished 
work of our local forums across the state. Districts with Forums participated in 
the poster session to foster an opportunity for networking, collaborative efforts 
and suggestions for others who are working to create and sustain local teacher 
forums in their districts. 

Eric Hirsch led teachers in a session on policy and teacher leadership where 
teachers were actively engaged in defining teacher leadership in South Carolina 
and what we, as educators, need to do to have a more positive impact on educa-
tion. Thursday afternoon goal sessions were led by SCTF Leadership Council 
Members.  The sessions focused on Teachers as Leaders, Teachers as Mentors 
and Teachers as Advocates for Professional Development. Friday s̓ session 
included networking opportunities for forums in the categories of beginning, 
emerging and established forums.  Dr. Janice Poda provided current updates 
regarding policy and the federal legislation No Child Left Behind.  Regional 
meetings were held to foster collaboration among forums located within the 
various regions served by CERRA Teachers in Residence.

This year s̓ silent auction raised over $2,300 for the Teacher Cadet Future 
Educator Scholarship.  

Incentives/Business Partnerships 

The SC Teacher Forum Leadership Council and South Carolina Teacher Fo-
rum have truly benefited from the out-pouring of support from the statewide 
business community. Businesses were contacted throughout the year soliciting support 
for the Leadership Council, teachers across the state and the Teacher Forum in a variety 
of manners. Businesses provided incentives for the District Teachers of the Year for both 
the Fall and Winter Workshops, contributed gift items for Leadership Council Members 
at all of the Leadership Council meetings and donated items for workshop bags. 

Special appreciation is extended to the following businesses for their support of public 
education and our state s̓ teaching force: Adluh Flour of Columbia; BellSouth; Creative 
Program Planners; Lionel Smith Ltd; Paramount Carowinds Theme Park; R. L. Bryan; 
South Carolina Department of Education s̓ Division of Teacher Quality; South Carolina 
State Museum; Springmaid Beach Resort and Conference Center; State Farm; Ways 
to the Heart and Washington Mutual.

Leading from the Classroom: A Literacy Coach Makes Impact on State

Jane Hardin, NBCT and Literacy Coach for York 3, chaired the Board 
Certification Network at CERRA. This group boasts 58 members, 
all NBCTs® in South Carolina who were welcomed to the Network 
through training provided with a $5,000 grant from State Farm Insur-
ance Companies. Not only did Jane work closely with Jason to form 
the Teacher Leaders, she also oversaw the work of five Region Lead-
ers, NBCTs® who were given the opportunity to plan and coordinate 
recruitment and retention of National Board Certification® efforts 
across their regions of the state.

Board 
Certification 
Network 
Accomplishments:
• Awareness Meetings 

for First-Time 
Candidates

• Candidate Support 
Meetings for First-
Time and Retake 
Candidates

• Professional Growth 
Opportunities for 
NBCTs

• Higher Levels of 
Communication and 
Collaboration with 
District Liaisons 

National Board
Region Leaders
Region 1: Ed Epps, Spartanburg
Region 2: Leslie Sanford, Greenwood
Region 3: Malia Dunn, Chesterfield
Region 4: Jo Ann Sherbine, Clarendon
Region 5: Anna Dassing, Charleston.
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Sustaining the Development: Turning Inward to Increase Capacity and Credibility 

Roland Barth, renowned educator and author, describes schools in general as having “an 
overabundance of underutilized talent” in the form of teacher leaders who quietly go 
about the work of educating students and supporting the work of their colleagues. It is 
CERRA̓ s mission to continue the  cultivation of a rich history of tapping into the expertise 
of teacher leaders and making sure their voices are heard by state leaders, legislators and 

policymakers. 

This year, as we have implement-
ed great changes in our work with 
teacher leaders, we reflect upon 
the successful blending of two of 
our most accomplished groups of 
leaders and celebrate their work. 
These teachers not only had sig-
nificant impact in their respec-
tive districts, but also influenced 
policy that touches all teachers 
and students in South Carolina. 
CERRA is honored to be the 
megaphone for these teacher 
voices and anticipates more rig-
orous efforts to improve teaching 
and learning in our state. We will 
continue to value the model and 
honor the work and dedication 
of these teachers as we improve 
the cultures of our schools so that 
all teachers can be given the op-
portunity to lead. 

Board Certification Network of South Carolina Educators

Ann Byrd CERRA

Sara Doolittle Greenville

Louisa Jane Fleming Pickens

Karen Garr NBPTS

Jane Hardin York 3

Carol Hill CERRA

Angela Hill Richland 1

Libby Ortmann Sumter 17

Janice Poda Division of Teacher Quality

Cyndi Pride Beaufort

Stephenia Richardson Dorchester 2

Wardie Sanders Darlington

Kathy Schwalbe CERRA

Tomiko Smalls Aiken

Bertha Timmons Florence 4

Virginia Ward Charleston

Sabrina Williams Lexington 1

South Carolina Teacher Forum Leadership Council

Randolph Brooks Richland 1

Sonya Bryant Laurens 55

Diane Champion Sumter 17

Steven Eisele Lexington 1

Linda Foster Orangeburg 5

Jason Fulmer CERRA

Celeste Harris Darlington

Harriet Hetzel Dorchester 2

Barbara Jenkins Richland 2

Jamie Laymon York 3

Marlene Lemon Dorchester 4

Julie Lovell Horry

Christi McCollum Richland 2

Deborah Minick Saluda

Morgan Nolte Anderson 4

Jerry Robertson Pickens

Lynn Wilson Oconee
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WHAT WE'VE ACCOMPLISHED: NATIONAL 
BOARD CERTIFICATION® IN SOUTH CAROLINA

Ask anyone in CERRA̓ s network about National Board Certification® and you 
are likely to get a response that has nothing to do with salary increases but has 

everything to do with increases in student achievement. This is not to say that we are 
not proud of the incentives our state boasts for this process and acknowledge the incred-
ible support afforded to teachers who take such public risks to improve their practice. 
It does, however, speak volumes about the priorities we have established in regard to 
accomplished teaching and its impact on students in our stateʼs classrooms. 

Over the past five years, this professional stance has expanded to influence and 
strengthen the fabric of learning communities in our state organizations, colleges 
and universities, and school districts. CERRA is the center of the web of support and 
the systems thinking that is necessary to truly reform the development of profession-
als in our schools.

CERRA continues to be the conduit for information about and support of the National 
Board Certification® incentives in South Carolina. Not only is CERRA charged with 
the administration of the assessment fee loan available to all qualified classroom 
teachers in our state, it also leads state organizations and local school districts in the 
efforts to recruit and retain candidates and provide leadership opportunities for Na-
tional Board Certified Teachers®. 

As leaders of this initiative, we have embedded the Core Propositions and rigorous 
national teaching standards in our recruitment, retention and advancement programs. 
Currently, six of the eleven certified staff members at CERRA are National Board 
Certified Teachers® Consequently, we have increased the efficacy of staff members 
and the level of our work with preservice and veteran teachers across all programs and 
initiative areas. And, we have strengthened our relationships with various stakeholders 
and national organizations, including the National Board for Professional Teaching 
Standards® (NBPTS).

  

The National Board for Professional Teaching Standards® 
(NBPTS) is a national effort to develop professional 
standards for teaching. It is a voluntary process developed 
by teachers and other education stakeholders to recognize 
experienced teachers for the quality of their practice.

Top Ten States by Total NBCTs
(As of December 02, 2003)

State Total NBCTs
NC 6,641
FL 4,940
SC 3,225
CA 2,644
OH 2,172
MS 1,761
GA 1,323
OK 858
IL 824
AL 632

Source: www.nbpts.org
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Supporting Teachers: Administration of the NBC Loan 
Program

In June 2003, the South Carolina General Assembly once again approved funding for candi-
dates who teach in SC public classrooms for the assessment fee (up to $2,300) to apply for 
National Board Certification® for 2003-2004. (The original 
proviso was funded in 2001.) This incentive is one of the 
nation s̓ most aggressive teacher improvement efforts, and 
CERRA is pleased to be the administrator of the program 
providing this incentive and support to classroom teach-
ers in South Carolina. To date, all but one school district 
in SC has at least one National Board Certified Teacher®. 
In addition, many of our school districts can claim more 
NBCTs than most states in our nation. (see Exhibit K.2 in 
the Appendix). This growth can be attributed to the funding 
and the infrastructure of awareness and candidate support 
efforts at CERRA.

In 1999, the General Assembly saw fit to create the proviso 
that continues to provide incentives for the assessment pro-
cess and the salary supplement for National Board Certified 
Teachers®. Candidates who submit a scorable portfolio are 
eligible for forgiveness of one-half of the borrowed assess-
ment fee (up to $1,150). The other half of the assessment 
fee and interest may be forgiven if the candidate becomes 
National Board Certified within three years of receiving the 
loan. As administrator of the loan, CERRA is able to collect 
valuable data on the process and its effect on teaching.

In addition, this legislation provides a salary increase of $7,500 annually for National 
Board Certified Teachers® (NBCTs) for the life of the NBPTS® certificate (ten years). Some 
school districts offer incentives and support beyond the ones described above, including 
additional salary increases, professional leave to work on portfolios, support seminars, 
workshops and graduate level courses designed to assist candidates with portfolios and 
preparation for the assessment center activities. Current legislation also allows waiving 
recertification requirements for SC NBCTs and offers reciprocity for NBCTs moving in 
to South Carolina from other states.

In the past year, CERRA received over 3,000 requests for applications for the NBC Loan, 
and processed more than 1,200 applications. These applicants received funding through the 
program and are currently first-time candidates awaiting score reports. They join thousands 
of South Carolina teachers in this effort, making our state a leader in incentives and support 
for candidates and third in the nation in the number of NBCTs. Our state also has the highest 
number of NBCTs of color than any state in the nation (total of 220).

Five core propositions guide 
the development of standards 
and assessments:
1. Teachers are committed to students 

and their learning.
2. Teachers know the subjects they teach 

and how to teach those subjects to 
students. 

3. Teachers are responsible for managing 
and monitoring student learning. 

4. Teachers think systematically about 
their practice and learn from 
experience. 

5. Teachers are members of learning 
communities.
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Providing Higher Levels of Support:  Candidate Subsidy 
Funding for Retakes

CERRA serves as the first contact of NBPTS for dispersement of annual federal candidate 
subsidy funds. Since classroom teachers in our state are able to borrow the initial assess-
ment fee, CERRA makes the federal funding available to retake candidates. And, we give 
priority to retake candidates in our greatest needs districts. 

The amount of the 2003-2004 federal funding was $92,000. Approximately 520 candidates 
representing 72 of our 85 school districts applied for retake funding. The entire amount 
was used to fund fees for retakes for NBC candidates who received scores in November 
2003 and who chose to retake entries not meeting the standards. CERRA was able to 
provide federal funding for 306 retake candidates. 

Recruitment of candidates was through the dissemination of information to NBPTS 
candidates and district liaisons.  Written information on NBPTS, a flier for the Candidate 
Subsidy Program and CERRA̓ s toll free number for questions provided needed informa-
tion to interested teachers.  Candidates were able to apply for this opportunity online.

In addition to the SC NBC Loan, CERRA is responsible for the administration of the federal 
Candidate Subsidy funds. Recruitment of candidates has been through the dissemination 
of information to teachers, administrators, education organizations, school districts and 
institutions of higher education. Written information on NBPTS, a flier for the Candidate 
Subsidy Program, CERRA̓ s toll free number for teacher and administrator questions and 
the CERRA Web site provide needed information to interested educators. Educators in a 
variety of fields were contacted through SC organizations: Friends of Education, Teacher 
Cadet and ProTeam teachers, Teacher Forum members, SC Association of School Ad-
ministrators, Palmetto State Teachers Association, The SC Education Association, and SC 
Friends of NBPTS, among others. 

CERRA serves as the state s̓ clearinghouse for information on NBPTS and the SC NBC 
Loan and is working closely with NBPTS Outreach staff members to publish and promote 
current and accurate information for educators in South Carolina. These NBPTS staff 
members maintain contact with key state contacts like CERRA in order to share infor-
mation and obtain feedback on important changes in procedures and policies. CERRA̓ s 
collaboration with NBPTS creates another bridge of information and support for classroom 
teachers in South Carolina who may need additional assistance during candidacy. NBPTS 
benefits from CERRA̓ s advocacy of teachers by ensuring that NBPTS staff members at-
tend CERRA meetings and trainings and utilize the expertise of South Carolina NBCTs 
to improve the assessment process.

Certification signifies 
that a teacher is 
accomplished, having 
met challenging 
p r o f e s s i o n a l 
teaching standards 
as evidenced 
by performance 
based assessments. 
Assessment is based 
on two parts. First, 
candidates complete 
an extensive portfolio 
on classroom practice, 
professional growth 
and community 
i n v o l v e m e n t . 
Candidates then 
complete a one-day 
written assessment 
on the selected 
certification/content 
knowledge. 
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Widening the Net: Infrastructure for System of Support

CERRA continues to strengthen collaboration with school districts and generate interest in 
National Board Certification by maintaining a network of National Board liaisons from all 
85 school districts. Regular meetings are held to share updates, promote teacher leadership 
and enhance professional development for all teachers. It is the goal to not only promote 
the support provided through the loan and the supplement, but to also model high levels of 
collaboration between liaisons and classroom teachers so that the improvement of teaching 
and the increase in student achievement remains the focus of this work.

Nationally, the number of NBCTs has risen from 23,926 to 31,140. South Carolina cur-
rently has 3,226 teachers, over 10 percent of the nation s̓ total. These NBCTs include 
former SC Teachers of the Year, ProTeam/Teacher Cadet instructors, CERRA Teachers in 
Residence and the CERRA Director, Ann Byrd, also a member of the Board of Directors 
of the National Board for Professional Teaching Standards.  In addition, Kathy Schwalbe, 
an NBCT, currently serves as Program Director for Service programs. 

For the past three years, CERRA has maintained an NBC District Liaison database, and 
each district liaison has received e-mail updates, invitations to information and network-
ing meetings and all of the materials necessary to provide service to classroom teachers 
interested in the process. In 2003-2004, CERRA held four 
statewide liaison meetings and disseminated more than 
3,000 loan applications. Our staff responds to hundreds 
of e-mail and telephone inquiries regarding the loan and 
the process itself. 

While the administration of the loan is required by the 
General Assembly, CERRA leadership intends to increase 
the achievement of SC candidates by providing the most 
updated information and networking opportunities for 
candidates and National Board Certified Teachers® 
(NBCTs). For this initiative, CERRA received a grant 
from State Farm Insurance Companies for the training 
of NBCTs as Region Liaisons. Currently, 58 NBCTs 
representing all regions of the state serve as candidate 
support providers and use the materials from the CERRA 
Candidate Support Toolkit. In this first year of service, 
Region Liaisons attended District Liaison meetings in 
order to learn about the role of the district level liaison 
and discover new ways to support their efforts. 

CERRA designated five Region Leaders to support the 
efforts of the Region Liaisons and provide a system for 
creating strong regional support between district liaisons, 
NBCTs and candidates. These five NBCTs will serve on 
the CERRA Teacher Leaders Advisory Board beginning 
June 2004, thus strengthening the infrastructure for can-
didate support and teacher leadership initiatives.
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Other services provided by CERRA staff members

• Awareness presentations for school districts, higher education institutions, educa-
tion organizations and local Teacher Forums 

• Candidate support and workshops to assist teachers who were participating in 
the process this year or planning to participate in the future. All presentations and 
materials have been made available to teachers, administrators, school district per-
sonnel and higher education faculty members requesting information on National 
Board Certification®

• Loan program support for candidates and liaisons

• Oversight of grant monies totaling $50,000 designated for the support of candi-
dates and leadership opportunities for NBCTs (State Farm Insurance Companies, 
Washington Mutual and Hewlett Packard)

• Maintaining infrastructure of support through the CERRA network 

Deepening our Work: External Support of CERRA’s 
Programs

Funding for National Board Certification incentives (candidate loan program and NBCT 
salary supplement) are provided by state funding; however, in order to provide the highest 
form of system awareness and support, CERRA has reached out to businesses and corpo-
rations in order to deepen the work of staff members and NBCTs in our network. These 
friends of CERRA are advocates for teaching quality and have provided time, expertise 
and resources in order to assist CERRA in the reform of teacher development. 

• State Farm Insurance Companies (grants totaling $20,000 and free meeting space 
for network meetings and trainings)

• Washington Mutual (grant totaling $30,000 for CERRA̓ s first Teacher Leaders 
Symposium/July 2004)

• Hewlett Packard (grant totaling $15,000 for the recruitment of NBC candidates 
of color)

• BellSouth (free meeting space for meetings and trainings)

• South Carolina Association of School Administrators (free meeting space for 
meetings and trainings)

In the appendix

2003 - 04 National 
Board Proviso

CERRA Regional Map 
w/ NBCT numbers

SC District info (com-
parison w/ states, 
percentages of 
NBCTs by district 
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COMMUNICATIONS

Mission: The purpose of CERRA communications is to recognize 
outstanding programs and individuals within the CERRA network, while 
informing readers about the programs and issues relevant to CERRA

Annual Report

The 2003-2004 CERRA Annual Report was printed in August, 2004. Completely rede-
signed to mesh with CERRA̓ s new publications style, the comprehensive report detailed 
the Center s̓ teacher recruitment, retention and advancement programs and research results 
for 2003-2004. 

CenterPoint Newsletter

During the final quarter of the 2002-2003 fiscal year, plans were put into place to begin 
monthly circulation of the CenterPoint Newsletter. Those plans came to fruition when 
the first issue of Volume 10 of CenterPoint was produced and distributed to CERRA̓ s 
network in August 2003. In 2003-2004, nine newsletters were produced, including an 
eight-page issue for Summer, 2004.

Each issue of the newsletter consists of signature columns and feature articles produced 
by CERRA staff. Printed in an 11x17 tabloid format, the newsletter is also available as a 
Portable Document Format (PDF) on the CERRA Web site.

Articles serve a variety of purposes:

ß To announce (upcoming events, winners of awards)

ß To inform (updates on school, state and national issues)

ß To inspire (personal stories about exceptional educators and students)

ß To recognize (highlighting of outstanding activities and achievements)

ß To summarize (condense content from articles, productions, conferences)

ß To persuade (evidence that a technique is worthy of support)

ß To entertain (humorous anecdotes, captions)

ß To request (information or suggestions pertaining to CERRA activities)

Recipients of the newsletter are encouraged to share or post each issue to benefit fellow 
faculty members and administrators within schools and colleges, legislators and other 

More than 18 years after 
its creation in 1985, 

the nation’s first teacher recruitment 
program has changed its name to 
better reflect a quest to ensure that a 
capable, caring, and committed educator 
staffs every South Carolina classroom. 

Formerly the South Carolina 
Center for Teacher Recruitment (SCCTR), 
the Center for Educator Recruitment, 
Retention, and Advancement – South 
Carolina (CERRA), took on a new look 
and a new name 
July 1, 2003. 
Pronounced like 
the name “Sarah,” 
CERRA now has a 
new logo, as do 
five of CERRA’s 
p r o g r a m s .  

“Our new 
name covers the 
range of what 
we are doing 
to enhance 
South Carolina’s 
teaching force,” 
CERRA director 
Ann Byrd said. “We want to ensure 
that there are enough highly qualified 
educators for all South Carolina schools.” 

Nationally, public schools will 
need at least two million new teachers this 
decade.  South Carolina projects a shortage 
of up to 1,500 educators annually. 

Established in 1985, CERRA is 
the nation’s oldest program dedicated 
to easing the educator shortage. Staffed 
by professional educators, it supports 
and directs a variety of innovative 
programs for middle school, high 
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school and college students - designed to 
attract them to education careers. CERRA 
also focuses resources on recruiting new 
teachers from the ranks of individuals 
facing a mid-life career change, such as 
military retirees and downsized workers.

“We are trying to bring in the best 
of the best, which is why we are looking 
beyond the traditional scope of targeting 
only college students for recruitment,” 
Byrd said. “There are a lot of individuals 
who could really make a difference with 

the students of 
today by building an 
educational career 
from their previous 
work experiences.”

Along with 
its recruiting 
efforts, CERRA is 
focused on retaining 
and advancing 
the careers of 
e x p e r i e n c e d 
teachers already 
in South Carolina’s 
schools. In addition 
to programs of 

support for National Board candidates 
and  National Board Certified Teachers, 
CERRA works to support the state’s 
leading teachers through work with the 
state’s 85 district teachers of the year.

“By working with state leaders, 
together, we will draw more people to 
our profession, and we will find new 
ways to support them so that they 
stay in the classroom,” Byrd said. “By 
taking the lead, the state’s best teachers 
are helping to increase the quality of 
teaching in South Carolina each day.”
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“It’s going to take some getting used to, but I already feel the name captures 
so much more of what we really do at the Center. I may be biased, but the 
Center has always capitalized on teacher leadership and quality teaching in 

unique ways, and now our name and image matches 
our commitment to accomplished teaching and that is 
going to have a tremendous impact on attracting the 
“best and brightest” to the classroom.”

“We have indeed expanded our purposes and 
goals beyond mere recruitment of teachers. 
Ultimately, the Center positively impacts 

teachers and learners 
at every age and stage 
of development.”

David Norton, CERRA, Program Director
Virginia Ward

CERRA, Teacher 
in Residence 
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CERRA 2003: A Year in Review
As we head into 2004, we reflect on 8 high points of 2003
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education stakeholders. The CenterPoint newsletter is mailed to CERRA network teach-
ers, policy board members and other interested education professionals in South Carolina 
and out of state.

College HelpLine (CHL) Newsletter 

In the fall of 2003, the CHL newsletter was revised to update information and provide a 
more reader-friendly format for this resource. The newsletter was mailed to all high schools 
and distributed widely through the visits of Teachers in Residence to Teacher Cadet classes 
across the state. An updated version of the newsletter was distributed in the spring of 2004, 
and both editions were also available to the public on CERRA̓ s Web site.

Laine Communications

A collaborative effort among CERRA – South Carolina, the State Department of Edu-
cation s̓ Divisions of Teacher Quality and of Career and Technology Education, and the 
SC Association of School Administrators initiated a comprehensive marketing plan in 
2002-2003 to streamline communications for recruitment, retention and advancement 
programs in the state. As a result of this collaboration, CERRA incorporated a number of 
marketing and public relations strategies into its work.

The Laine project continued in 2003-2004 with the publication of updated print media 
materials designed to recruit and retain teachers in South Carolina. Strengthening the 
understanding of the general public about the cooperative relationship and collaboration 
of the above agencies  ̓serves potential and current teachers in more effective ways.

The newly-published materials include a series of six brochures: Assistance for Aspiring 
Teachers; Career Advancement for Teachers; Diversity Makes a Difference; Exceptional 
Teachers for Exceptional Students; Make a Difference Every Day and Try Out Teaching. 
Two posters, for distribution to South Carolina School, were also produced. One poster 
spotlights three South Carolina teachers and the other includes quotes of inspiration to 
educators. The brochures and posters serve as a complement to the 16-page Make a Dif-
ference Every Day booklet – a detailed look at how to become a South Carolina teacher. 
The booklet is targeted to potential educators and is being distributed throughout the state, 
including to all Teacher Cadets.

Press

CERRA distributed news releases to the press for various events of notice throughout the 
year. These releases help news outlets develop stories about the work or CERRA and thus 
increase the visability of the Center's programs. 

Sources of Financial Aid

Institutional Funds
Most colleges have their own scholarships and 
grants as well as loan or work-study programs. 
Check the specific institution for scholarships they 
may offer.

Federal Programs
•  The Federal Supplemental Educational Oppor-
tunity Grant (FSEOG) - Grants of up to $4,000 for 
students with exceptional needs.
•  The Federal Perkins Loan Program - Loans to 
students with exceptional need. No interest is paid 
nor accumulated while in college. After college, 
students repay the loan with 5% interest.
•  The Federal Work Study Program (FWSP) - Jobs 
on the campus for students with financial need.
•  Federal Pell Grant - Direct aid for students based 
on need. Maximum amount awarded is $3,125 per 
academic year, depending upon Expected Family 
Contribution (EFC) and cost of attendance.  FAFSA 
completion automatically targets students who may 
qualify. (See page 2 for FAFSA information.)
•  Federal Stafford Loan - Loans made by banks, 
savings and loan associations, credit unions, and 
some colleges. Interest is variable and there is an 
origination fee of up to 4%. Repayment begins six 
months after graduating from or leaving college.  
“Unsubsidized” means the interest accumulates 
from the first day of the loan and is added to the 
loan amount. “Subsidized” means the government 
pays the interest while the student is enrolled full-
time. The amount varies. ($2,625 for freshmen, 
$3,500 for sophomores, $5,500 for juniors and 
seniors)
•  Federal Parent Loan for Undergraduate Students 
(PLUS) - Loans made to parents who are then 
responsible for repaying the amount borrowed. 
•  For more information on these federal programs, 
go to www.studentaid.ed.gov.

State Funds
SC Tuition Grants Program – Undergraduate grant 
assistance to eligible SC residents who attend SC 
independent, non-profit (private) colleges on a full-
time basis.  See www.sctuition grants.com.

Other Sources    
Military, community agencies, foundations, corpo-
rations, unions, religious organizations, clubs, civic 
groups, and cultural and fraternal groups. Ask your 
guidance counselor for local information.

College HelpLine 
Program

The College HelpLine Program is a service 
provided to assist minority students, first-gen-
eration college-bound students, and students 
with financial need as they complete the col-
lege admission process and seek financial 
aid. 

The College HelpLine (CHL) is one of the 
services administered by the Center for Edu-
cator Recruitment, Retention, and Advance-
ment - SC (CERRA). The CHL serves as an in-
formation resource for high school counselors, 
parents, students and colleges.  Information is 
available for the college admission process as 
well as for the steps to secure financial aid for 
college. While the CHL is not a direct link to 
funds for college, the staff will assist students 
by providing necessary contacts and other re-
sources to complete the process. 

The CHL also serves as a partner in the 
mission of CERRA to provide counseling and 
assistance to students interested in teaching 
as a career.  See www.cerra.org for more 
information.

  Types of Financial Aid

Grants and Scholarships do not have to be 
repaid.

Loans must be repaid.  They usually have low 
interest rates, and most do not have to be repaid 
until the student leaves college.

Student Employment is a job that the 
college finds or assigns for the student on cam-
pus to offset the cost of attending school.
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Need More Information?
Center for Educator Recruitment,   

     Retention and Advancement - SC
Attn:  College HelpLine

Stewart House at Winthrop University 
Rock Hill, SC  29733

1-800-476-2387
 www.cerra.org 
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Teaching Fellows Poster

In August, 2003, a Teaching Fellows recruitment poster was updated to highlight the lo-
cations of the 11 Teaching Fellows Institutions, the deadline for application and contact 
information.  Multiple copies of the poster were distributed to every high school in South 
Carolina.

Web site

Following a complete redesign and unveiling on July 1, 2003, the CERRA Web site has 
undergone constant change in the past year. The use of a “What s̓ New” area that scrolls 
links to the most current information about CERRA has been instrumental in disseminating 
information. The use of Flash technology featuring various photos helps put faces with 
the programs and events of CERRA. An Educator Spotlight has also been added which 
also for any educator to be profiled in brief on the Web site.

The use of this technology enables the Center to reach more people who are seeking 
South Carolina teacher recruitment and retention information. The site has information 
about all the Center s̓ programs including ProTeam, Teacher Cadet, Teaching Fellows, 
Teacher Leaders, Teacher Educators, Recruitment Partnerships and Job Bank. A link to 
the South Carolina Online Teaching Application (www.winthrop.edu/scteach) provides 
easy access for any interested teacher candidates. With the assistance of Adobe Acrobat 
Reader, the latest CenterPoint newsletter and other archived reports and publications are 
accessible on the Web site.

http://www.winthrop.edu/scteach)
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CERRA EDUCATOR RECRUITMENT TASK FORCE

The purpose of the South Carolina Educator Recruitment Task 
Force is to serve as the main advisory body for the Center for 
Educator Recruitment, Retention, and Advancement (CERRA).  
Members of the Task Force represent state agencies, professional 
organizations, universities and businesses from around the state.

Dr. Mary Ann Brockman
North Greenville College
7801 N. Tigerville Rd.
Tigerville, SC 29688
Phone: 864.977.7000
Fax: 864.977.7021

Dr. Jessie Brown
School of Education
Coastal Carolina University
Conway, SC 29528
Phone: 843.349.2619 
Fax: 843.349.2940

Dr. Dawn Busa
SCASA – Personnel Division
Anderson District #2, PO Box 267
Honea Path, SC 29654
Phone: 864.369.7364
Fax: 864.369.4006

Dr. Diane C. Cudahy
School of Education
College of Charleston
Charleston, SC 29424
Phone: 843.953-6354
Fax: 843.953.5407

Dr. Nancy C. Dunlap
Director, School of Education
Clemson Univ., 102 Tillman Hall
Clemson, SC 29634
Phone: 864.656.6575
Fax: 864.656.0311

Mr. Archie Fowler
Limestone College
1115 College Drive
Gaffney, SC 29340
Phone: 864.489.7151, x537 
Fax: 864.487.8706

Dr. Ted Jennings
Department of Education
Southern Wesleyan College
Central, SC 29630
Phone: 864.639.2453, x315  
Fax: 864.639.0826

Dr. Roy I. Jones
Department of Education
Claflin College
Orangeburg, SC 29115
Phone: 803.534.2710, x5289
Fax: 803.535.5771

Ms. Pat Kinsey 
SC School Boards Assoc.
1027 Barnwell Street
Columbia, SC 29201
Phone: 803.799.6607
Fax: 803.779.0445

Dr. John Kirby, Superintendent
Dillon School District #3 
502 N. Richardson St.
Latta, SC 29565
Phone: 843.752.7101
Fax: 843.752.2081

Dr. Jim Lane
Columbia College
Educ-1300 Columbia Drive
Columbia, SC  29203
Phone:  803.786.3568
Fax: 803-786-3034

Mr. Wistar “Gus” Metz
Milliken & Company, Retired 
108 Lockwood Street
Spartanburg, SC 29302
Phone: 864.582.0901 
Fax: 864.585.3326

Ms. Connie Mitchell
Columbia International Univ.
7435 Monticello Road
Columbia, SC 29230
Phone: 803.754.4100, x3636
Fax: 803.786.4209

Dr. Dava OʼConnor
Education Department
Lander Univ., 320 Stanley Ave.
Greenwood, SC 29646
Phone: 864.229.8307   
Fax: 864.229.8890

Dr. Marjorie Pace
Education Dept. – Box 100547
Francis Marion University
Florence, SC 29501
Phone: 843.661.1210 
Fax: 843.661.1366

Dr. Lesley Quast
Education Department
Furman University
Greenville, SC 29613
Phone: 864.294.3389  
Fax: 864.294.3579

Dr. Catherine Richard
Chair, Department of Education
Newberry College
Newberry, SC 29108
Phone:  803.321.5204
Fax:  803.321.5627

Dr. Joe Sutton
Bob Jones University
Box 34604
Greenville, SC  29614
Phone:  864.242.5100
Fax:  864.235.6661

Ms. Lynn Wilson
Seneca High School
100 Bob Cat Ridge
Seneca, SC  29678
Phone:  864.885.5000
Fax:  864. 885.5008
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CERRA POLICY BOARD

The purpose of the South Carolina Educator Recruitment Policy 
Board is to serve as the chief advisory body.   The members are 
elected from the South Carolina Educator Recruitment Task Force.  
The Policy Board acts on behalf of the Task Force to serve as a 
special advisory group to the Chairperson and the CERRA Director.

Dr. Betty Caldwell 
Chair, Education Department
Benedict College
Harden & Blanding Streets
Columbia, SC 29204
Phone: 803.253.5241 
Fax: 803.253.5233

Dr. Don Clerico
Education Department
Charleston Southern Univ.
9200 University-Wingo Hall
Charleston, SC  29411
Phone: 843-863-7569
Fax: 843-363-7085

The Honorable Warren Giese
The Senate of South Carolina
P.O. Box 142
Suite 602
Columbia, SC 29202
Phone: 803.212.6250  
Fax: 803.212.6299

Dr. Patricia L. Graham
Dean, School of Education
Winthrop University
106 Withers
Rock Hill, SC 29733
Phone: 803.323.2154
Fax: 803.323.4369

Dr. Elizabeth Gressette
Executive Director
Palmetto State Teachers Assoc.
2010 Gadsden Street
Columbia, SC 29201
Phone: 800.849.7782  
Fax: 803.779.2839

Ms. Charla Groves
College Park Middle School
713 College Park Road
Ladson, SC  29456
Phone: 843.553.8300
Fax: 843.820.4026

Ms. Celeste Harris
1118 Pinehurst Drive
Hartsville, SC  29550
Phone:  843.383.9042

Dr. Teri Kuhs
College of Education
University of South Carolina
Columbia, SC  29208
Phone: 803.777.2489
Fax: 803.777.3193

Dr. Charles Love
Vice Chair of the Policy Board
Dean, School of Education
USC – Spartanburg
800 University Way
Spartanburg, SC  29303
Phone: 864.503.5560
Fax: 864.503.5574

Dr. Thomas R. McDaniel 
Provost
Converse College
580 E. Main Street
Spartanburg, SC 29302
Phone: 864.596.9015
Fax: 864.596.9202

Dr. Kent Phillips
Chair of Education
Presbyterian College
307 Neville Hall
Clinton, SC 29325
Phone: 864.833.2820  
Fax: 864.833.8481   

Dr. Joseph Rubinstein
Professor
Department of Education
Coker College
Hartsville, SC 29550
Phone: 843.383.8130  
Fax: 843.383.8048

Mr. Robert E. Staton
Education Oversight Committee
1105 Pendleton
227 Blatt Building
Columbia, SC 29211
Phone: 803.734.6164
Fax: 803.734.6167

Dr. Cynthia Suarez
Chair, Education Department
Wofford College
Spartanburg, SC  29303
Phone: 864.597.4520
Fax: 864.597.4549

Mrs. Debra Templin
Prosperity/Rikard Elementary
381 S. Wheeler Road
Prosperity, SC 29127
Phone: 803.364.2321  
Fax: 803.364.4484

Mr. Bill Timberlake
Retired 
Businessman
306 Church Avenue
Hartsville, SC 29550
Phone: 843.332.7713

Ms. M. Jane Turner
Chairperson of the Policy Board
SC State Department of Education
Division of Teacher Quality
3700 Forest Drive
Suite 502
Columbia, SC 29204
Phone: 803.737.3182
Fax: 803.734.0872

Dr. Karen Woodfaulk
Commission on Higher Education
1333 Main Street
Suite 200
Columbia, SC 29201
Phone: 803.737.2260  
Fax: 803.737.2297
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APPENDIX
Exhibit A.1 • 2003-2004 CERRA Regional Map
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RESEARCH AND ASSESSMENT

Spring Supply and Demand Survey Results

Question:

2003

(92% Reporting)

2004

(78% Reporting)

1. What is the total number of teaching positions
projected to be cut in your district for the coming school
year?

1,261
163

2. What is the total number of administrative positions
cut in your district for the coming school year?

113
41

3. What is the expected number of teaching vacancies
you will fill in the coming school year?

2,583
4,236

4. What is the expected number of administrative
vacancies you will fill in the coming school year?

189
284

5. What is the total number of teaching positions that
would have otherwise been created if it were not for the
current budget constraints?

NA
354

6. What is the total number of building-level
administrative positions that would have otherwise been
created if it were not for the current budget constraints?

NA
57

7. Percentage of Districts Listing Subject Area as First
or Second Most Difficult to Fill

a. Special Education (all areas including
Speech Language Pathologists

73%
63%

b. Mathematics 48% 53%

c. Science (all areas) 22% 25%

d. Elementary Education/Early Childhood 12% 21%

e. English /Language Arts 11% 26%

f. Spanish 11% 3%

Exhibit B.1 • 2003-2004 CERRA Regional Map
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SOUTH CAROLINA CENTER FOR TEACHER RECRUITMENT
2003 Supply and Demand Survey

Data Collection Closing Date: 9/30/2003
87 School Systems Reporting (85 School Districts, DJJ and the SCSDB)

Teachers Hired Teacher
Vacancies

Teachers Leaving Teachers of Color Hired Male Teachers Hired

2003
4828.8 382.8 4807

896
(18.6% of new hires)

976.5
(20.2% of new hires)

2002~ 5581.7 334.9 5425
1163

(20.8% of new hires)
1146

(20.5% of new hires)

2001
6553.5 325.5 5049.5

1421
(21.5% of new hires)

1336*

(20.4% of new hires)

2000+ 6379 458 5392
1254

(19.7% of new hires)
1366

(21.4% of new hires)

Number of New Teacher Hires and Percentages of Those Hires by Source

 New
SC

Grads

New Out-of-
State Grads

Returning
to

Teaching

Retired
Returning with

$50,000 Cap

Retired Returning to
Critical Needs Subject

Area

Another
District

Out-
of-

State
Other

Not
Reported

# 1535.8 450 286 102 414 976.5 441.5 214.5 408.5

2003 31.8% 9.3% 5.9% 2.1% 8.6% 20.2% 9.1% 4.4% 8.5%

2002~ 33.1% 10.0% 7.8% 2.8% 7.6% 20.4% 8.7% 4.7% 4.8%

2001 30.3% 9.8% 5.1% 2.2% 7.7% 26.1% 10.6% 5.0% 3.2%

2000+ 27.4% 10.8% 5.0% 2.0% 6.7% 23.8% 8.3% 6.1% 9.8%

Reasons Given for Leaving District and Percentages Each Represents

Retired
Left

Profession

Another
Teaching
Position
In-State

Another Teaching
Position-Out-of-

State

New
Position
in Adm

Another
Position in
Education

Out-of- District
Termination

Unknown/
Other/Not
Reported

# 913.5 295 725.5 317 98 116 246 2096

2003 19.0% 6.1% 15.1% 6.6% 2.0% 2.4% 5.1% 43.7%

2002~ 19.2% 8.7% 17.4% 6.3% 1.7% 1.5% 5.3% 39.9%

2001 23.1% 8.6% 25.9% 8.1% 3.8% 1.6% 4.0% 24.8%

2000+ 20.8% 8.8% 33.1% 10.6% 2.9% 1.5% ----- 22.3%

Miscellaneous Alternative Certification Programs Information (PACE)

Teachers in
First

Year of
Program

Elementary Middle High

Left Program
Before

Completion
(any year of program)

2003
341

(7.1% of new
hires)

31.5
(9.2% of new hires)

102.5
(30.1% of new hires)

206
(60.4% of new hires)

191

2002~ 552.4
(9.9% of new

hires)

66.4
(12.0% of PACEers)

167
(30.2% of PACEers)

319
(57.7% of PACEers)

174

2001 648
(9.9% of new

hires)

89.5
(13.8% of PACEers)

213
(32.9% of PACEers)

345.5
(53.3% of PACEers)

74

+In 2000, 83 of the 86 school districts participated in the survey.  These districts account for 50 new hires and none of the vacancies in 2001.

~ Includes two systems not previously surveyed (Dept. of Juvenile Justice and the SC School for the Deaf and Blind)- accounted for 20 new hires

*Data missing from one district

Exhibit B.2 • 2003 Supply and Demand Survey Results
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TEACHER CADET

Teacher Cadet Sites 2003-2004
* New Site in 2003-2004 # Returning Site – inactive previous year

AC Flora High

Abbeville High

Aiken High

Airport High

Allendale-Fairfax
High

Andrew Jackson
High

Andrews High

Aynor High

Baptist Hill High*

Barnwell High

Battery Creek High

Beaufort High

Belton-Honea Path
High

Berea High

Berkeley High

Blacksburg High

Blackville Hilda High#

Blue Ridge High

Boiling Springs High

Brookland Cayce
High#

Broome High

Buford High

(James F.) Byrnes
High#

Calhoun Falls High*

Carolina Academy*

Central High

Chapin High

Chapman High

Cheraw High

Chesnee High

Chester High

Chesterfield High

Clinton High

Clover High

Colleton County
High#

Conway High#

Crescent High

Cross High

Daniel High

Darlington High

Dillon High

Dorman High

Dreher High

Dutch Fork High

Easley High

Eastside High

Estill High

Fort Dorchester High

Fort Mill High

Gaffney High

Georgetown High

Gilbert High

Governor’s School
for Arts &
Humanities

Greenville High

Greenwood High

Greer High

Hanahan High

Hannah-Pamplico
High

Hartsville High

Hillcrest High

Hilton Head High

Indian Land High

Irmo High

James Island Charter
High

Jasper County High

W.J. Keenan High

Kingstree High

Lake View High

Lamar High#

Lancaster High

Landrum High

Laurens High

Lee Central High

Lewisville High

Lexington High

Liberty High

Lincoln High

Lower Richland High

Lugoff-Elgin High

J.L. Mann High

Marion High

Marlboro County
High

Mauldin High#

Mayo Magnet High

McBee High

McCormick High

Mid Carolina High

Midland Valley High

Mullins High

Myrtle Beach High

Ninety Six High

North Augusta High

North Charleston
High

Northwestern High

Palmetto High

Pelion High

Pendleton High

Pickens High

Richland Northeast
High

Ridge View High*

Riverside High

Rock Hill High

Saluda High

Scott’s Branch High

Seneca High

Silver Bluff High

Socastee High

South Aiken High

Southside High

Spartanburg High

R.B. Stall High

Stratford High

Strom Thurmond
High

Summerville High

Sumter High

Timmonsville
Comprehensive
High

Travelers Rest High

Union High

Waccamaw High#

Wade Hampton High,
Greenville

Wade Hampton High,
Hampton

Wagener Salley High

Walhalla High

Wando High

West Ashley High

West Florence High

West-Oak High

Westside High

White Knoll High

Williston-Elko High

Woodland High

Woodmont High

Wren High

York Comp. High

Exhibit C.1 • 2003-2004  Teacher Cadet Sites
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COLLEGE HELPLINE

Distributionof SouthCarolinaTeacherLoans

PUBLIC Institutions

2003-2004

Teacher Loan

Program

# of loans

2003-2004 $$$

in Teacher Loan

Program

2003-2004

Career Changer

# of loans

2003-2004 $$$

in Career

Changer loans

Clemson University 158 $661,850 0 $0
Coastal Carolina 41 $162,786 1 $14,452
Coll. of Charleston 82 $344,000 12 $129,000
Francis Marion 58 $231,455 4 $37,307
Lander University 63 $254,328 3 $12,257
SC State University 26 $114,710 11 $80,750
The Citadel 22 $85,207 5 $33,351
USC-Aiken 46 $204,013 2 $20,654
USC-Beaufort 0 $0 1 $5,000
USC-Columbia 210 $855,658 24 $273,463
USC–Lancaster 0 $0 0 0
USC-Salkehatchie 1 $1,250 1 $7,500
USC-Spartanburg 59 $248,750 4 $43,000
USC-Sumter 2 $3,750 0 $0
USC-Union 1 $2,500 0 $0
Winthrop University 178 $702,544 8 $88,131

PRIVATE Institutions

2003-2004

Teacher Loan

Program

# of loans

2003-2004 $$$

in Teacher Loan

Program

2003-2004

Career Changer

# of loans

2003-2004 $$$

in Career

Changer loans

Allen University - - - -
Anderson College 35 $139,000 0 $0
Benedict College 2 $5,000 1 $15,000
Charleston So. Univ. 16 $74,500 0 $0
Coker College 21 $96,875 12 $122,055
Columbia College 69 $264,581 1 $15,000
Columbia Int’l 2 $10,000 0 $0
Converse College 58 $259,296 0 $0
Erskine College 18 $56,500 0 $0
Furman University 19 $70,532 0 $0
Limestone College 17 $73,000 0 $0
Morris College 0 $0 0 $0
Newberry College 18 $76,000 0 $0
North Greenville 7 $24,000 0 $0
Presbyterian Coll. 25 $91,035 0 $0
Southern Wesleyan 48 $203,000 12 $125,500
Wofford College 2 $10,000 0 $0
Out of State 35 $150,816 10 $91,750
2004 Grand TOTAL 1,339 $5,532,946 111 $1,099,170

Exhibit D.1 • Distribution of South Carolina Teacher Loans
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SC Teacher Loan by Critical Subject

2003-2004 2003-2004 2002-2003 2002-2003 2001-2002 2001-2002

SUBJECT # of loans $$$ loans # of loans $$$ loans # of loans $$$ loans

Art 40 $170,392 48 $192,281 30 $115,120

Business Education 12 $46,357 9 $37,107 12 $51,000

Early Childhood Educ. 13 $57,500 36 $138,406 221 $849,822

Elementary Education 22 $102,230 71 $295,284 454 $1,668,640

English 151 $602,361 112 $440,424 93 $317,281

French 8 $32,500 4 $20,000 6 $22,500

German 1 $5,000 1 $2,500 0 $0

Guidance 11 $50,000 57 $246,715

Home Economics 3 $15,000 1 $2,000 3 $12,500

Industrial Technology 2 $10,000 3 $15,000 2 $7,500

Latin 2 $10,000 3 $12,500 2 $5,000

Media Specialist 32 $133,552 37 $154,733 45 $176,973

Math 138 $556,772 134 $514,690 100 $359,950

Music 37 $141,140 32 $106,220 38 $137,444

School Psychology - - - - 35 $146,690

Science 60 $241,600 62 $238,344 59 $244,639

Spanish 26 $107,500 18 $74,490 21 $72,980

Special Education 164 $658,873 135 $566,620 174 $720,090

Geographic areas 612 $2,518,659 567 $2,275,632 228 $907,253

TOTAL 1339 $5,476,936 1,330 $5,332,946 1,523 $5,815,382
∞ Note: Additional loans in non-critical subject areas would bring the annual total to match the annual total of

∞ all in-state and out-of-state loans for education students. Teaching Fellows monies are NOT included in these totals.

Exhibit D.2 • South Carolina Teacher Loans by Critical Subject
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TEACHING FELLOWS

Teaching Fellows Cohort Sizes 2001-02 to 2004-05

* The total number reflects the addition of two Teaching Fellows Institutions in 2001. No institution
was asked to reduce its maximum cohort allotment.

# For the 2002-2003 and 2003-2004 cohorts, the CERRA Policy Board approved the placement of
additional Fellows at institutions of their choice, even if these institutions had already been
allotted a full cohort. This amendment was approved in order to ensure that all 200 budgeted
Fellowships were awarded.

Teaching

Fellows

Institution

Maximum

# of

Fellows

per

cohort

# of

Fellows

for 2004-

2005

# of

Fellows

for 2003-

2004

# of

Fellows

for 2002-

2003

# of

Fellows

for 2001-

2002

# of

Fellows

for 2000-

2001

Anderson
College

10 10 15# 12# 10 10

Charleston
Southern

20 7 13 17 11 19

College of
Charleston

30 23 29 28 30 30

Columbia
College

20 12 9 20 16 20

Furman
University

12 9 9 10 9 7

Lander
University

26 11 27# 26 25 23

Newberry
College

22 4 10 11 5 15

SC State
University

25 2 2 4 9 11

USC – Columbia 35 34 40# 35 35 35

USC –
Spartanburg

(Upstate)

16 13 16 10 na na

Winthrop
University

25 25 30# 27# na na

TOTAL 241* 150 200 200 150 153

Exhibit E.1 • Teaching Fellows Cohort Sizes
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Teacher Loans by Teaching Fellow Institution

2003-2004 2002-2003 2001-2002
Teaching Fellow

Institution (TFI)

# of loans Amount

Received

# of loans Amount

Received

# of loans Amount

Received

Anderson College 35 $139,000 25 $87,250 33 $95,335
Charleston So. Univ. 16 $74,500 19 $84,822 23 $84,000
Coll. of Charleston 82 $344,000 83 $347,418 138 $532,456
Columbia College 69 $264,581 67 $248,300 87 $342,500
Furman University 19 $70,532 21 $82,500 21 $67,500
Lander University 63 $254,328 61 $244,055 64 $240,214
Newberry College 18 $76,000 18 $80,500 25 $98,915
SC State University 26 $114,710 32 $133,350 47 $195,474
USC-Columbia 210 $855,658 223 $903,610 214 $824,816
USC-Spartanburg
(Upstate)

59 $248,750 51 $212,715 58 $229,257

Winthrop University 178 $702,544 173 $665,699 196 $708,075

TFI Totals 775
(57.9% of
loans)

$3,144,603
(56.8% of loans)

754
(56.6% of
loans)

$3,090,219
(58.0% of
funds

received)

652
(42.8% of
loans)

$2,481,210
(42.7% of

funds
received)

Teacher Loan
Program Totals for
All Colleges

1,339 $5,476,937 1,330 5,532,946 1,523 $5,815,382

*Reflects 9 Teaching Fellows Institutions (USC-Spartanburg and Winthrop University not added until 2002-2003)

Exhibit E.2 • Teacher Loans by Teaching Fellows Institution
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TARGET RECRUITMENT

Teacher Recruitment and Retention.
How are we doing?

(school district) School District
District teacher turnover in 2002:

S.C. Teaching Fellows applications since 2000:
Teaching Fellowships awarded:

For more information, contact David Norton, Program Director,
at nortond@winthrop.edu or 800.476.2387 x6412.

District represented at 2003 EXPO:
Online applications accessed in 2003:

For more information, contact Phyllis Archie, Database Manager,
at archiep@winthrop.edu or 800.476.2387 x6410.

Cognitive CoachingSM trainees:
Santa Cruz New Teacher Center trainees:
NBPTS educators (as of Fall 2003):
Active Teacher Forum:

For more information, contact Kathy Schwalbe, Program Director,
at schwalbek@winthrop.edu or 888.551.3804.

Mission Statement: The purpose of the Center for Educator Recruitment, Retention, & Advancement (CERRA) is to
provide leadership in identifying, attracting, placing and retaining well-qualified individuals for the teaching profession
in our state. In doing so, CERRA will respond to changing needs for teachers from underrepresented populations, in
critical subject fields and in under-served geographical areas in South Carolina. The Center will work cooperatively
with other organizations to promote the teaching profession.

www.cerra.org

High schools with Teacher Cadet program:
Total of high schools in district:

For more information, contact Amanda Graham, Program Director,
at grahama@winthrop.edu or 800.476.2387 x6062.

Exhibit F.1 • Target Recruitment and Retention. How are we doing?
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PASSENGER SEAT FILE
(school district) School District

District Rating:  () Teacher Turnover in 2002: ( )

Teacher Cadet sites: ( )                         Number of high schools without Cadet: ( )

_________________________   Contact info: ______________________________
_________________________   Contact info: ______________________________
_________________________   Contact info: ______________________________

Notes ______________________________________________________________
___________________________________________________________________
___________________________________________________________________
___________________________________________________________________

Teaching Fellows applications since 2000:   ( )      Fellowships awarded:  ( )

Notes ______________________________________________________________
___________________________________________________________________
___________________________________________________________________
___________________________________________________________________

Teacher Leadership

Santa Cruz mentor training:  ( )      Cognitive CoachingSM training:  ( )
Number of NBPTS teachers: ( )

District Liaison(s) _____________________________________________________
___________________________________________________________________

Notes ______________________________________________________________
___________________________________________________________________
___________________________________________________________________
___________________________________________________________________

Target Recruitment Tally Sheet

District _____________________________________________________

POINTS: One (1) point per program for a possible total of seven (7)

Teaching Fellows ___________
[0 or 1] score depending on size of district

and rating of Cadet program(s)

Teacher Turnover ___________
[1] <13%
[0] >13%

Mentoring ___________
[0] No trained staff
[.5] 1-4 trained staff
[1] > 5

NBPTS ___________
[0] < 2% of total teacher population
[.5] 3% - 6% of total teacher population
[1] > 7% of total teacher population

Teacher Cadet ___________
[0] No sites
[.5] Weak site(s) - overall
[1] Strong site(s) - overall

Teacher Forum ___________
[0] Non-existent
[.5] Inactive
[1] Active

EXPO ___________
[0] N
[1] Y

TOTAL___________

Exhibit F.2 • Target Recruitment 
Passenger Seat File

Exhibit F.3 • Target Recruitment 
Tally Sheet

As TIRs make site visits, a passenger 
seat file with parallel information to the 
District s̓ profile updates each district s̓ 
involvement. This file contains informa-
tion on the district s̓ rating, teacher turn-
over percentage from the previous year, 
the Teacher Cadet sites and the overall 
number of high schools in the district, the 
number of Teaching Fellows applications 
and the Fellowships awarded, the number 
of teachers trained in either Santa Cruz or 
Cognitive Coachingsm, and the number of 
National Board Certified Teachers® in the 
district.The file provides space for contact 
information in the district, the name of 
the NBCT® district liaison and space for 
TIRs to take notes about their visits to 
the districts.

After each District Profile was created, 
Teachers in Residence used the Target Re-
cruitment Tally Sheet to make decisions 
about strategies for full continuum and 
site establishment / re-establishment.
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TEACHER DATABASE & ONLINE APPLICATION

JobBankStatistics2003-2004
Internet and Telephone Inquiries

Month/

Year

*Out-of-
State Calls

PACE EXPO Job
Bank

Vacancy

List

**Other

Calls

Web site
Contact

GRAND

TOTAL

January 2004 20 5 2 3 6 1 16,736 16,753

February 2004 12 4 4 3 7 1 15,925 15,944

March 2004 8 10 9 8 23 5 15,195 15,250

April 2004 5 12 19 18 36 11 14,018 14,114

May 2004 6 22 36 23 75 28 13,559 13,743

June 2004 7 10 9 3 15 8 13,476 13,521

July 2003 6 12 4 7 21 3 17,055 17,102

August 2003 10 5 2 3 16 8 3,212 3,246

September 2003 16 9 2 6 23 3 19,080 19,123

October 2003 61 2 - 1 10 1 14,245 14,259

November 2003 45 3 - 1 4 2 14,121 14,131

December 2003 22 3 2 3 6 1 13,414 13,429

TOTAL *218 97 89 79 242 72 170,036 170,615

*Out-of-state calls are not included in the total.

**Other calls are calls other than the listed materials requested.

Longitudinal Job Bank Statistics

*2004 Reflects a Combination of Phone Calls and Web Hits

These numbers represent the total calls to the toll free Job Bank line regarding teacher
vacancy lists, online applications, PACE, EXPO, and hits to the CERRA Web site.

JAN FEB MAR APR MAY JUN JUL AUG SEP OCT NOV DEC TOTAL

*2004 16,753 15,944 15,250 14,114 13,743 13,521

2003 53 28 73 169 214 86 47 34 43 14 10 18 786

2002 168 70 571 514 694 131 92 67 47 42 44 33 2,473

2001 200 139 241 370 432 367 143 189 135 305 96 45 2662

2000 130 202 239 362 875 295 234 156 161 111 121 49 2,965

1999 322 265 443 622 516 524 419 375 203 200 170 180 4,239

1998 433 345 669 1,172 843 600 373 291 199 207 171 181 5,484

1997 576 453 614 1,761 1,604 1,176 567 397 290 217 200 237 8,092

1996 487 530 667 2,096 2,429 1,376 723 436 436 288 238 289 9,905

1995 505 647 694 2,298 2,505 1,572 689 536 318 300 281 279 10,624

1994 536 447 612 1,979 1,691 1,368 824 563 303 316 280 162 9,081

1993 436 455 555 2,040 1,430 1,116 843 749 341 331 268 211 8,775

1992 610 485 733 2,088 1,572 1,199 844 676 404 299 320 239 9,469

1991 408 375 541 2,696 1,021 904 897 661 343 328 287 255 8,716

1990 522 442 346 505 746 577 487 471 210 224 228 158 4,916

1989 313 353 179 347 818 452 376 360 473 262 139 119 4,191

Exhibit G.2 • Longitudinal Job Bank Statistics

Exhibit G.1 • Job Bank Statistics, 2003-2004
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TEACHER RECRUITMENT EXPO

Phone&WebSite Responses toNewspaper Ads

Year 2004 2003 2002 2001* 2000* 1999* 1998* 1997* 1996* 1995 1994

Totals 928

*2,796

396

*2,575

1,191*

1,174#
1,040 729 537 876 567 2,536 3,996 1,888

* CERRA Web site access # CERRA phone access

EXPOParticipationRates of Districts andApplicants

2004 2003 2002 2001 2000 1999 1998 1997 1996 1995 1994 1993 1992 1991 1990

# Districts
Attending

54 57 50 64 61 59 59 54 54 49 43 52 55 64 59

% of SC
districts

63% 67% 58% 74% 71% 69% 69% 63% 63% 54% 47% 57% 60% 70% 65%

# EXPO

Applicants

928 1,080 1,242 1,283 729 332 421 493 752 721 870 791 1,119 848 371

Responses by Location Where Newspaper Ads Were Placed

1) South Carolina....................627

2) North Carolina......................50

3) Ohio ........................................47

4) New York ..............................34

5) Pennsylvania.........................24

6) Georgia...................................15

7) Virginia...................................14

8) Florida.....................................10

9) Illinois .....................................10

10) Tennessee ................................8

11) Michigan..................................7

12) West Virginia...........................5

13) Kentucky ..................................4

14) Maryland...................................4

15) Connecticut..............................2

16) Massachusetts ..........................2

17) Texas .........................................2

18) Alabama.................................. .1

19) Other...................................... 62

Web Hits .................................2,796

Exhibit H.1 • Responses by Location Where Newspaper Ads Were Placed

Exhibit H.2 • Phone and Web Site Responses to Newspaper Ads

Exhibit H.3 • EXPO Particpation Rates of Districts and Applicants
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TEACHER RETENTION AND QUALITY

School District Region # trained
in Santa

Cruz
Model

# trained in
Cognitive
Coaching

Foundations
Aiken County Region 2 42 3
Allendale County Region 2 0 2
Anderson 1 Region 1 1 1
Anderson 5 Region 1 0 2
Bamberg 2 Region 2 1 1
Barnwell 19 Region 2 0 1
Barnwell 29 Region 2 2 0
Beaufort County Region 5 0 8
Berkeley County Region 5 0 4
CERRA Staff Region 3 10 9
Charleston County Region 5 0 4
Cherokee County Region 1 1 0
Chester County Region 3 23 0
Clarendon 1 Region 4 0 1
Clarendon 2 Region 4 1 1
Clover (York 2) Region 3 1 0
Darlington County Region 4 1 5
Dillon 2 Region 4 1 0
Dorchester 2 Region 5 0 1
Dorchester 4 Region 5 1 0
Fairfield County Region 3 1 0
Florence 4 Region 4 1 1
Fort Mill (York 4) Region 3 3 0
Furman University Region 1 2 0
Greenville County Region 1 4 2
Greenwood 50 Region 2 0 1
Greenwood 51 Region 2 1 0
Hampton 1 Region 5 1 0
Horry County Region 4 4 2
Jasper County Region 5 0 1
Kershaw County Region 3 1 1
Lancaster County Region 3 15 1
Lander University Region 1 1 0
Laurens 55 Region 2 1 5
Laurens 56 Region 2 0 2
Lee County Region 4 4 0
Lexington 1 Region 3 1 0
Lexington 2 Region 3 1 6
Lexington 3 Region 3 1 0
Lexington 5 Region 3 0 1
Marion 7 Region 4 0 2
Marlboro County Region 4 39 0
Newberry County Region 2 1 0
Oconee County Region 1 1 0
Orangeburg 3 Region 2 3 1
Pickens County Region 1 2 0
Richland 1 Region 3 1 2
Richland 2 Region 3 30 30
Rock Hill (York 3) Region 3 7 2
Saluda County Region 1 1 0
SDE-DTQ Region 3 1 14
Spartanburg 2 Region 1 15 1
Spartanburg 3 Region 1 1 0
Spartanburg 6 Region 1 7 1
Spartanburg 7 Region 1 0 1
Sumter 2 Region 4 1 1
Sumter 17 Region 4 1 1
Union County Region 1 1 1
USC Region 3 0 1
USC-Aiken Region 2 1 0
USC-Spartanburg Region 1 1 0
Winthrop University Region 3 3 0
TOTALS: 243 123

Trained during 03-04      *150     89

* Santa Cruz training dates included
December 03, May 24-25, June 14-15, June 29-30.

Exhibit I.1 • Santa Cruz Mentoring List
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WHAT WE'VE ACCOMPLISHED: NATIONAL 
BOARD CERTIFICATION® IN SOUTH CAROLINA

2003-2004 National Board Proviso

 1.78. (SDE: National Board Certification Incentive)  Public school classroom teachers or classroom 
teachers who work with classroom teachers who are certified by the State Board of Education and who 
have been certified by the National Board for Professional Teaching Standards shall be paid a $7,500 
salary supplement in the year of achieving certification.  Teachers employed at the special schools 
shall be eligible for this $7,500 salary supplement.  The special schools include the Governor s̓ School 
for Science and Math, Governor s̓ School for the Arts and Humanities, Wil Lou Gray Opportunity 
School, John de la Howe School, School for the Deaf and the Blind, Felton Lab, Department of Juvenile 
Justice and Palmetto Unified School District 1.  The $7,500 salary supplement shall be added to the 
annual pay of the teacher for the length of the national certificate.  The Center for Teacher Recruit-
ment shall develop guidelines and administer the programs whereby teachers applying to the National 
Board for Professional Teaching Standards for certification may receive a loan equal to the amount 
of the application fee.  One-half of the loan principal amount and interest shall be forgiven when the 
required portfolio is submitted to the national board.  Teachers attaining certification within three 
years of receiving the loan will have the full loan principal amount and interest forgiven.  Teachers 
who previously submitted a portfolio to the National Board for Professional Teaching Standards for 
certification under previous appropriation acts, shall receive reimbursement of their certification fee 
as prescribed under the provisions of the previous appropriation act. Of the funds appropriated in 
Part IA, Section 1, XIII.A. for National Board Certification, the State Department of Education shall 
transfer to the Center for Teacher Recruitment the funds necessary for the administration of the loan 
program.  In addition, teachers who are certified by the National Board for Professional Teaching 
Standards shall enter a recertification cycle for their South Carolina certificate consistent with the 
recertification cycle for National Board Certification.  National Board Certified teachers moving to 
this State are exempted from initial certification requirements and are eligible for continuing contract 
status.  Their recertification cycle will be consistent with National Board Certification.
 Provided, further, that in calculating the compensation for teacher specialists, the State Department 
of Education shall include state and local compensation as defined in Section 59-18-1530 to include 
local supplements except local supplements for National Board certification.  Teacher specialists 
remain eligible for state supplement for National Board certification.

Exhibit K.1 • N ational Board Proviso
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Exhibit K.2 • N ational Board District Comparison

Comparison of SC District NBCTs to State Totals

State 2002-2003
NBCTs

Total
NBCTs

Total SC
District

Personnel

Percent of
NBCTs per

District

New Hampshire 0 6

District of Columbia 2 9

North Dakota 4 17

South Dakota 6 19

Montana 5 36

Nebraska 3 37

Maine 12 49

Wyoming 15 49

Utah 17 53

Alaska 12 54

Hawaii 28 58

Vermont 17 65

New Jersey 16 67

Beaufort County - 69 1,234.9 5.6

Oconee County - 68 776.5 8.8

Anderson 5 - 69 777.6 8.9

Georgetown County - 73 761.8 9.6

Pickens County - 75 1,048.2 7.2

Dorchester 2 - 80 1,101.0 7.3

Horry County - 89 1,997.8 4.5

Connecticut 21 91

Tennessee 28 91

Lexington 1 96 1,285.4 7.5

Oregon 32 101

Berkeley County - 105 1,724.0 6.1

Indiana 16 105

Richland 1 - 118 1,996.6 5.9

New Mexico 13 121

Pennsylvania 43 123

York 3 (Rock Hill) - 123 961.7 12.8

Lexington 5 - 139 1,088.5 12.8

Rhode Island 33 141

Texas 38 141

Kansas 40 147

Michigan 17 148

Nevada 38 148

West Virginia 63 151

Colorado 37 173

Arkansas 59 180

Arizona 41 187

Wisconsin 70 196

Missouri 58 198

Delaware 45 207

Charleston County - 231 3,003.0 7.7

Greenville County - 248 4,056.1 6.1

Richland 2 - 254 1,259.3 20.2

Minnesota 23 261

Idaho 22 312

Louisiana 169 337

Maryland 117 337

Washington 130 346

New York 107 395

Massachusetts 50 409

Iowa 37 422

Kentucky 189 539

Virginia 136 550

Alabama 181 633

Illinois 254 824

Oklahoma 226 859

Georgia 514 1,323

Mississippi 303 1,765

Ohio 383 2,174

California 687 2,643

South Carolina 869 3,227

Florida 1448 4,941

North Carolina 1524 6,642

TOTALS for all states 8,199 32,134
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Exhibit K.3 • Number of Teachers with National Board Certification by Cerra Region

Number of Teachers 
with National Board Certification 

by CERRA Region

1 Upstate
2 Savannah River
3 Midlands
4 Pee Dee
5 Lowcountry

736 1126

301

520

437


